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CHAPTER I 
INTRODUCTION 
Human resources development is a broad area of study. The sub-
ject is spread widely among health, welfare, training, and educatibnal 
institutions. Human resources development can be considered from a 
social, economic and political view point. There have been many studies 
concerning these factors and their influence on human resources develop-
ment. Some of these studies reach far away from human nature. Some of 
them misdirect mankind's ambitions and lead to p~litical or economic 
slavery. The most pressing problem.of these studies, of which this 
writer has learned, is the isolation of man from his nature, environ-
ment, and capabilities. However, this was not a social or psychologi-
cal study. It was a study of man as a part of his community's power in 
the Kingdom of Saudi Arabia, which is now considered one of the develop-
ing countries of the world. Saudi Arabia has almost all of the deveiop-
ing countries' problems and characteristics. This study considered 
education and training aspect of human resources development. Educa-
tion, as a whole, is an extre1nely broad field. In the case of Saudi 
Arabia~ich is presently in the basic industrialization era of devel-
opment, technical education is considered one of the basic elements to 
be turther developed. 
1 
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Need for This Study 
The educational system of Saudi Arabia in the 1930's has neglected 
the technical segment of education. However, when the Kingdom became 
involved with the world of industry, technical education programs 
became very important as a part of human resources development. 
The government of Saudi Arabia initiated the first long-range plan 
for national development in 1970 and the second plan in 1975. They are, 
officially, the Five-year Plan -- 1970-1975 and the Second Five-year 
Plan -- 1975-1980. These plans considered industrialization as a major 
element of the country's development; therefore, technical education 
.became a prime source for providing the country with technicians in the 
1970's. 
An intensive study of the role and the actual situation of techni-
cal education in the country is needed in order to evaluate the successes 
and failures of the past years in order to plan for the future. Spe-
cific barriers need to be identified, and suggestions should be .made 
for the alleviating or over-coming these barriers. 
This study was needed to determine the state-of-the-art of techni-
cal programs in Saudi Arabia and make suggestions for the planning and 
development of tl).ese programs as a part of the human resources develop""'. 
ment goal. 
The Purpose of This Study 
The purpose of this study was to determine the status quo of tech-
nical educ.ation programs in Saudi Arabia in terms of their contributiohs 
to the Kingdom's human resources development. It also was to examine 
program kinds and levels, as well as student recruitment and graduate 
supply in order to identify the problems now exist:J:ng or those which 
m1ght .confront the development of technical manpower in the t'::teld of 
education in the future. This study also was. to specify what should 
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be considered for the purpose of fulfilling technical manpower needs of 
the Kingdom in future planning. 
Limitation and Objectives 
This study was limited to technical education programs in the 
Kingdom and their contribution as a source of technical manpower for 
the Kingdom. Also, the major concern was the contribution of technical 
education during the first and second Five-year plans (1970-1975, 1975-
1980) to the Kingdom. 
The study was an attempt to obtain only that information indicated 
below: 
1. Examination of the current technical education programs and 
their fulfillment of manpower needs in terms of -
a. Levels and kinds of programs. 
b. Projected number of graduates from the programs • 
. c. The extent to which graduates are of satisfactory quality. 
2. De.termine the current and future number of technicians and 
skilled workers needed for the Saudi's first and second Five-
year Plans - (1970-1975, 1975-1980). 
3. Identify any problems facing human resources developme:1;1t in 
the Kingdom in the area of technical manpower. 
4. Make suggestions as to what is needed for schools to produce 
the numbers and kind-s of graduates needed for future plans. 
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Data and Information Collection 
In LJaudi Arabia, as in any other developing country, lack of infor-
mation Jn the main problem confronting researchers and investigators. 
For this study the investigator was confronted with just such a 
situatiott: There was a lack of information in terms of unavailability 
and/or l.lllreliability. Some data in the country were not available, 
mostly for confidential purposes; and some other, specifically statis-
tical data, were not reliable or have not been accumulated. However, 
this invl!stigator has tried every possible way to gather and collect 
data and information which was needed for this study. The following 
resourceu have been considered for this purpose: 
1. Saudi government ministries, including: The Ministry of 
Education; The Ministry of Planning; The Ministry of Industry; 
The Ministry of Commerce; The Ministry of Agriculture; The 
Ministry of Defense; The Ministry of Labor, and the Ministry 
of Information. 
2. Saudi agencies, including: Saudi Arabia Monetary Agency (SAMA); 
Civil Service Bureau (CSB); Central Statistical Department 
(CSD); Industrial Studies and Development Center (ISDC); Saudi 
nasic Industrial Corporation (SABIC) The General Petroleum and 
Mineral Organization (BETROMIN): The Institute of Public 
Administration (IPA), and The General Presidency of Girls' 
Education (GPGE). 
3. University Libraries and Research Centers, including: Okla-
homa State University at Stillwater; King Abdal Aziz Univer-
sity at Jeddah, and Riyadh University at Riyadh. 
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4. Educational Service Centers, including: University Microfilms; 
Educational Resources Information Center (ERIC) system; and 
the Interlibrary Loan System. 
5. American agencies, including: The State Department of Voca-
tional and Technical Education (SDVTE), Stillwater, Oklahoma; 
Foreign Area Studies (FAS) of the American University, Wash-
ington, D. C.; and The National Technical Information Service 
(U. S. Department of Commerce). 
6. Local and International: Newspapers, magazines and other 
periodical publications concerning the subject. 
7. International agencies concerned with the subject: The 
UNESCO and ILO (International Labor Organization), and 
8. Official personnel in both Saudi Arabia and in the United 
States, as well as selective people concerned with the sub-
ject and/or associated with it as professionals, administra-
tors, teachers, students, technicians, and employers. 
Methodology 
A historical-descriptive analysis type of research has been 
employed to collect, review, and examine the information available in 
the field of human resource development and the contribution of tech-
nical education in Saudi Arabia as a developing country. The following 
steps have been taken :('or reviewing and examining in;t!o~ation, and ;eoJ; 
developing, administrating and analyzing the questionnaire: 
1. A complete review of all data and information available 
regarding educational and vocational technical training 
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systems and their effectiveness. on s.oc;tal and economtc develop ... 
ment and their place inhuman resource development, as well 
as the major concepts of planning and national development. 
2. An examination of the present situation of human resources 
d~velopment in the Kingdom of Saudi Arabia to identify its 
place in future plans and in actual situations. 
3. Contact by Telephone or office visits to clarify some infor~ 
matlon and to identify some of the problems associated with 
technjcal manpower and technical education for the purpose of 
developing a questionnaire. 
4. The development of a four-part questionnaire to determine 
problems or assumptions which are consipered by a large num-
ber of Saudi educators concerned with technical education 
programs and vocational training. This is for the purpose 
of identifying major barriers which confront technical educa-
tion and the development of technical manpower development 
within the Kingdom. 
5. To administrate the questionnaire technique with a random 
sampling of forms 1, 2 and 3, which are concerned with the 
present enrollment (Form 1), former graduates (Form 2) of 
secondary technical programs and government agencies (Form 3). 
Selective personnel were concerned with Form 4. Form 2 was 
furnished exclusively to the Ministry of Defense and Aviation; 
and finally 
6. The data were analyzed; conclusions were drawn, and recoDDDen-
dati.ons were given. 
Definition of Terms 
Terms do not always mean the same thing among all authors and 
editors. However, the following terms were defined as follows for 
this study. 
Evaluation: Measurement of progress in reaching long a~d short 
term programs objectives by comparing different strategies for speci-
fied objectives; identifying and measuring progress toward long term 
objectives; monitoring program operations to determine relative effi-
ciency over a period of time; comparison of incomes and length of time 
jobs are held for program participants after program is completed 
within similar groups. 
Follow-up: A contacting of a former client1 to determine how he 
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is doing on a new job to measure program effectiveness. It can be used 
in evaluation services that have been provided to the client as well as 
measuring the current needs of the client. 
Human Resources; Refers to all of the productive activities and 
the potential contribution of human beings. 
Human Resources Development: refers to the effort to enlarge 
upon the population productiveness and the use of peoples' full poten-
tial for making life better for themselves and for others too. 
Manpower: Human resources which include the possession and use 
of a peoples' total accumulated knowledge, skills and decision-
making capabilities. 
Manpower Demand: The need for human resources often ~xpand as 
wages, goods, and services increase. These resources are achieved 
through counseling, education, training, work experience, etc., which 
contribute to the improvement ln employability and general welfare 
of people in the employment nexus. 
Manpower Planning: A systematic way of thinking through and de-
signing a system to improve manpower through development. It includes 
every effort.to foresee manpower problems, establish manpower goals, 
and gives a basis for designing a systematic approach for avoiding or 
achieving their goals. 
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Manpower Policy: All social decisions which deliberately affect -
1. The use of people in labor markets as economic factors of 
production. 
2. The ability and opportunity for people to pursue 
remunerative and sati~fying workiqg careers in employ-
ment. 
Semi-Skilled Worker: A person who has been trained to do a certain 
job or to perform a specific work but who does not have the knowledge 
to the degree o'f a skilled worker. 
Skilled. Worker: A person who has a full knowledge and capability 
to perform certain jobs or specific work, ranking somewhere between 
the semi-skilled and semi-professional worker. 
Technical Education Program:__ A secondary level education concerned 
wi.th industrial, commercial and agricultural trades with approximately 
fifty percent of their curriculum involving practical work except in 
the Commercial Trades where it approximates thirty....:J!ive pe'.l?cent oj! 
practical work. 
Vocational Training Program: A type of training of:f;ered for those 
between 16-33 years of age with eighty percent of its curriculum in 
practical work. 
CHAPTER II 
REVIEW OF LITERATURE AND BACKGROUND 
INFORMATION 
Introduction 
The relevance of vocational education to the underdeveloped coun-
tries has been attacked by several investigators using different 
methods ranging from observations and interviews to systematic follow-
1 
up studies. Both economists and educators have a vital interest in 
the problem as it is related clearly to economic growth and to educa-
tional planning of a given nation. 
Although there have not been many studies of technical education 
in Saudi Arabia other than official reports, the research findings 
about other developing countries can be expanded here because they 
will provide the theoretical framework for the present investigation. 
The matter here is linked to manpower needs of a country, and it 
is, therefore, obvious that the lack of precise measures of these 
needs would negatively affect the educational planning to meet them. 
Harbison and Myers conclude that education in the underdeveloped coun-
tries is poorly compatible to manpower needs. This conclusion is 
crucial when, upon examining several cases where, for example, voca-
tional education has been provided, presumably, in response to esti-
1 
mated manpower needs. 
9 
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lluman resources development is concerned with improving all indi-
viduals in terms of political, economic, social and cultural aspects. 
These authors emphasized that it is necessary to look at development 
from a "point of view" and come up with an analysis from this perspec-
tive. These authors stated that: 
In economic terms it could be described as the cumulation 
ofhuman capital and its effective investment in the development 
of economy. In political terms, human resources development 
prepares people for adult participation in political processes, 
particularly as citizens in democracy. From the social and 
cultural points of view, the development of human resources 
helps people to lead fuller and richer lives, less bound by 
tradition.2 
On the other hand, natural resources and physical capital has a 
lot of influence on any country's economic development and growth. 
Therefore, developing human resources will not always solve the coun-
try's problems if they are not related to that. The authors stated 
that: 
A country may have well-developed human resources, and 
its growth may be regulated by failure to develop the organi-
zation and institutions which characterize a progressive society. 
Investment in man will not promote continuous economic growth 
unless it is accompanied by the investment of physical capital 
in productive enterprises. Some countries have under-developed 
human resources, for example, Iraq or Saudi Arabia, these 
countries can import both material and human capital to develop 
natural resources. Other countries with better developed human 
resources, such as Egypt, are poor primarily because they lack 
adequate material resources.3 
Harbison and Myers had established a composite index providing 
a rank order of seventy-five countries around the world. 
There were four levels of development: l} Underdeveloped., 2) 
Partially dcv~lopcd, 3) Semi-advanced, and 4) Advanced. Level one. 
, 
which is the lowest level, includes 17 countries. Nigeria is the first 
on level one. It ranks 0.3 while the United States of America .ranks 
261.3; the highest on level four. Saudi Arabia, number six on level 
one ranks 1.9. The composite index was based on the arithmatic total of: 
(1) Enrollment at second level of education as a percentage 
of the age group 15-19, adjusted for length of schooling and 
(2) enrollment at the third level of education as a percentage 
of the age group - multiply by weight of 5.4 
While they depended on this approach as a practical way, they gave 
an ideal indication of the stock of human capital in terms of inter-
national comparison as the most useful. Their indication included 
the fol.lowing: 
1. Levels of educational attainment. The number of persons in 
the population who have completed. the following levels of 
education: 
First (Primary or elementary) 
Second (Secondary) and 
Third (Higher education). 
The last two are particularly important in indicating the 
stock of high-level manpower; especially the proportions in 
the secop.d and third levels which have completed scientific 
and technical courses. 
2. The number of persons in relation to the population or 
labor force, who are in high-level occupations. Especially, 
the numbers in selected strategic occupational groups: 
scientists, engineers, managers~ teachers (all levels), 
doctors and dentists, scientific and engineering technicians, 
nurses and medical assistants, and persons in the forman-
skilled worker catagory.5 
Alfred Marshall put great emphasis on human resources and educa-
tional investment when he said: "The most valuable of all capital 
is that invested in human beings. 116 
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Vocational and technical education is one of the most important 
elements to be considered in developing countries in terms of human 
resource development. Oftentimes developing countries are impressed 
by the numbers of buildings and graduates. "They may stress the modern 
buildings rather than the competent staff. They may be under pressure 
to expand numbers of students enrolled at the expenses of maintaining 
standards. ,.7 
Levitan, Mangum and Marshall described the educational system ·in 
developing countries as: 
The quantity rather than the quality is the main concern of 
educational planners in the developing countries. Emphasis 
in education is still academic rather than vocational, but 
due to shortages in techn:tcal skills, some bf these countries 
have been shifting their emphasis to vocational education. 
Investment in higher education has been growing without check.., 
ing the validity of such investment. Higher edugation is still 
motivated by prestige rather than economic need. 
In Saudi Arabia, as in all wealthy countries (wealthy in physical 
resources but with a shortage of human resources), a good manpower 
planning program should be provided to support comprehensive develop-
ment of the country. For this reason alone much care should be taken 
in making the plans. Mangum and Levitan have discussed eight points 
which make manpower planning so important. These points are: 
L Manpower is a vital economic resource. 
2. Employment becomes the primary source of income as a result 
of industrialization. 
3. Industrialization transfers labor to production and distri-
bution of manufactured goods, and wealth of industrial 
owners. 
4. Labor has an influence in economy and sociology. 
5. Human resources are the wealth of nations 
6. Planning is a necessity in this world of rapid change. 
7. Solving a specific problem. 
8. Enhancing every human ability which has an effect on the 
9 labor market. 
Yesufu has stated that manpower requirements and needs should 
include all aspects of occupations:· 
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l. The .periodic appraisal of requirements in all occupations and 
in all productive activity through the federation. 
2. The periodic analysis of costs of formal education and the 
determination of the order of priority in expenditures for 
education to promote the economy, and 
3. The development of measures for in-service training of 
employed manpower both in government service, in private 
i d d . d . 1 i . . lO n ustry, an in e ucat1ona nst1tut1ons. 
Alaki made the first major study about industrial education in the 
Kingdom. His intention was to examine the major problems· facing 
. . 11 
industrial vocational system. Such problems include programing, 
teacher quality and student enrollment and are common to all types of 
vocational. education and have been discussed at length in Chapter V 
from page 168 through 182. In Chapter VI the author discussed some 
of the related problems which have the same patterns in developing coun-
tries. . 12 They are social, educational and lack of cooperation problems. 
However, Alaki's study is basically concerned with the old industrial 
vocational education system in the Saudi Arabian Kingdom which depended 
upon the intermediate school level. Also, Alaki stated that: "The 
14 
pL1111Jl11p, ol t•d11ntl lo1wl dt•v1dopment lH Jnu<lequate, n•sulting not only in 
Hhortnge8 of skilled mai1power, but Jn disparities between the output of 
l d i 1 d h d f h . ,,13 tie e ucat ona system an t e nee so t e economy. 
Al-Jallal made the first major study in evaluation of the voca-
tional schools in the Kingdom of Saudi Arabia. He concluded his study 
with the following statement: 
The criteria used here were the proper placement of vocational 
graduates, the attitude towards vocational work, the stoppage 
of internal migration and the compatibility between vocational 
education and the national manpower needs. These criteria 
were selected because of their clo~e relationship to the spe-
cific objectives of the Saudi vocational education. The present 
findings provide direct informationin all of the criteria except 
for the last one, the compatibility between vocational education 
and national manpower needs which needed more information draW1l 
from the Saudi ,government's doc,uments.14 
In the study conducted by Al-Jallal 100 percent of the vocational 
education graduates worked in outlying military areas, are holding 
completely unrelated jobs, and they too, have reported having training 
in non-related jobs. 15 He stated that, "The Ministry of Defense ranks · 
first in utilizing these graduates inefficiently. 1116 
Mussa attempted to include all dimensions of human resource 
development in Saudi Arabia with respect to fornial education and train.,-
irig, socio-cultural ·factors and government policies, plans and programs. 
He concluded that, 
Saudi Arabia will have no other alternative but to rely on · 
imported labor. 
term, and every 
skill among the 
But such a reliance should be for a short 
effort should be made to generate the required 
Saudi nationals.17 
15 
Ramon Knauerhase illustrated the history and growth of education 
in Saudi Arabia, but he mentioned that he could not examine the quality 
of the educational system in the country because there is no adequate 
stat:lstical description of the population. The only available statis-
tics gave some insight into the quality of education and were con-
cerned with the relationship between the number of students, classes, 
and teachers. However, he concluded that the government should puf'·· 
18 
much emphasis on primary school teachers. Also, he noted that: 
Distribution of enrollment by college shows that the Kingdom's 
higher education is geared to the development effort. There 
can be no doubt that economics, science, engineering and educa-
tion are crucial areas in which manpower requirements have 
to be ritet.19 
Abujoball studied the manpower needs in agriculture in the Eastern 
Province of the Kingdom. These needs were largely for professional 
agriculturalists but do not include farm managers and farm laborers. 
He tried to suggest procedure for an improvement to meet manpower needs 
. 20 
in agriculture untill the end of the 20th Century. In his recommen-
dations he emphasized the importance of education; elementary, secondary, 
college, and higher education, as well as adult education. However, 
in his study there are no specified numbers in any certain level of 
education have been given except the 1978 number of workers in some 
agricultural positions in the area of study, as well as the percentage 
of increase or decrease in numbers of workers. It is worthwhile to 
note, however, from his study that there is an extremely wide range 
of responses. This extreme range can be found among Saudis themselves, 
as well as among Saudis and non-Saudis. 
16 
Nat.tonal Planning and Human Resources 
Lk•velopment Concepts 
Development is not just a matter .of educational achievement. Edu-
cation cannot be a goal by itself. It must be understood as a tool, 
an instrument for particular goals. The writer believes that deV'elop-
ment is an accomplishment at a certain rate of an individual in social, 
political and economical aspects. 
Development cannot be measured only by the number of industries, 
the length of road., networks, or the width of communication networks, 
tall office buildings, houses, the amounts of money allocated for cer-
tain projects, etc. Time must also be considered as a basic element in 
comprehensive development. However, in most developing countries, this 
is not taken into account, especially in connection with those countries 
which have become rich overnight. In respect to technical education, 
it will be easy for any rich developing country to build a new modern 
school with excellent facilities and equipment, but it will not be easy 
to operate these facilities properly or to use the institution con-
structively. 
Abu-Rokba stated that: 
Development should be associated with certain require-
ments to be sustained. , , 
1. The political and social environment should be able 
to provide economy with many of the ideas, knowledge, 
and institutions essential to efficient functioning. 
Besides all that, the system should be rewarding, 
encouraging and receptive to new ideas. 
2. ·The bulk of the material progres.s achieved should be 
the result of the performance of the community, not 
of the foreign enterprises, and 
3. Technological and other changes should continue in 
order to enable the.economy to sustain the rise in 
the rate of growth.21. 
Human resources and manpower development have been considered 
as the basic elements of any nation's growth and development. Some 
political leaders have considered human resources as a major factor 
in their nation's growth. 
In his First Manpower Report of 1963, John F. Kennedy, the late 
President of the United States, stated: 
Manpower is the basic resource. It is the indispensible means 
of converting other resources to mankind's use and benefit. 
How well we develop and employ human skills is fundamental in 
deciding how much we will accomplish as a nation. The manner 
in which we do so will, moreover, profoundly determine the kind 
of nation we become.22 
The late Lyndon B. Johnson, the U. S. President who followed 
17 
former President Kennedy, in his annual manpower report, stressed the 
role of people in United States' national development and strength. 
He said, "This nation is prosperous, strong, materially richer than any 
in history largely because of the knowledge, skills, competence, and 
23 
creativity of our people." 
Former King Faisal, in his opening address at one of the Saudi 
Vocational Training Schools, said: 
This country, (.the Kingdom of Saudi Arabia) in this particular 
stage of its development, is in greater need of adopting the 
vocational trend, because the implementation and carrying on 
of projects requires manpower~ and that should only be insured 
from the country's own sons.2 
On another occasion King Faisal said, "While we can import fac-
tories and equipment, our real needs are to train the local human 
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element to use the equipment." 
Prince. Fahd bin Abdul Aziz stated that: 
We want to see the development of our country and people, 
but a development based on our heritage and values, and the 
belief that we value and take pride in it. We refuse to allow 
the light of electricity to come at the expenses of the light 
of belief; we refuse to see progress achieved at the expense 
of our heritage and moral fibre, for then it is not progress 
but deterioration • • . we want to accomplish progress with-
out loss.26 
All of those are well prepared statements, however, the rapid 
·movement in almost every direction in developing countries has not 
been going step by step with that; those are still considerable theo-
retical ideas. 
Education and Human Resources Dei"elopment 
18 
There is an understanding among planners, administrators, sociolo-
gists, educators and economists of the significant role that techni-
cal education and vocational training play in terms of economic and 
social development. Usually a socially and economically underdeveloped 
area is one which is deficient in education and training opportunities. 
This consequently leads to a high level of unemployment and low wage 
scale. Many studies indicate that a higher level of education demands 
a higher level of salary. The better one's education, the better one's 
chances are for obtaining and keeping his job. 
Mannahiem stated that, "The modern school has no choice but to 
intensify and broaden its contacts with other areas of life and social 
institutions. 1127 
In economic terms manpower programs are one of the most useful 
instruments for raising the employment rate and changing income 
distribution. While many economists deal with human resources in 
tcnns of economic concept, others feel that human resource cannot be 
taken only from that point of view. According to Mannaheim: 
It is incorrect, for example, to assume that the central 
purpose of human resources development is to increase the 
worker's contribution to the production of goods and service. 
An increase in income or productivity should not be used as 
the only criteria for the effectiveness of human resources 
development.28 
In the United States, the National Manpower Council has stated that: 
Manpower resources differ fundamentally from other economic 
resources . . • Knowledge and skills may be figuratively des-
cribed as constituting a kind of human capital •.• human 
beings are not "uti.lized" .•. nor are their skills con-
sumed .•• in the same sense as a ton of ~teel, a bushel of 
wheat, or a pair of shoes', 29 
Some late editors stressed the effect of education on social and 
individual development: 
In whatever directions we look, we find that education is 
a powerful means of social process. Anyone working with it is 
working with probably the most powerful instrument man has 
yet devised for his own improvement. Thus, one of the most 
important purposes of education is to raise the people's 
awareness about themselves and their societies in order to go 
forward to a better life. That will reflect the impact of 
the individual on societal improvement to economic develop-
ment. 30 · 
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According to Gunnar, some scholars identify the purpose of educa-
tion as the rationalization or attitudes, as well as the impact, of 
. 31 knowledge and skills. This would include economic, social, and 
individual aspects. From this point Saudi planners should consider 
all these aspects. In Saudi Arabia, with its strong Islamic background, 
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education and training should prepare the people not only for industry, 
but also for life. A job is a way of life, not only for the worker, 
but also for the children, friends, family and society in general. 
The educational policy in the Kingdom, however, considers the 
purpose of education as a central element of a developing country, 
socially, economically and culturally. The Educational J?olicy in the. 
Saudi Arabian Kingdom· stated that: 
The purpose of education is to furnish the student with 
the·values, teachings and ideals of Islam, to equip him with 
the various skills and knowledge, to develop his conduct in 
a constructive direction, to develop the society economically, 
socially, and culturally, and to prepare the individual to 
become a useful member in the building of his community.32 
Industrialization and Human Resburces 
Development 
There is·a close relationship between industrialization and human 
resources development. They are linked because industrialization shapes 
people to its own requirements. Industry needs a wide range of profes-
sional, managerial and technical personnel which must be distributed 
among and provided by nations and/or regions or the working population 
according to Levitan. 33 This need can be met only by developing 
proper skills at the proper levels of education and training. However, 
proper levels of education are connected in some way to a country's 
.economic level and to its stage of development. For example, consider-
ing Harbison and Myers stages of development, human resources develop-
ment stages must differ from one to the others. 
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According to Harbison and Myers, in the first stage (in under-
developed countries) where a primary industry is concerned, the primary 
education is usuually an important human resource developmental goal. 
In the second stage (in partially developed countries) where the 
building of a base industry is concerned, secondary education, especially 
in science and mathematics, must be considered as a primary source for 
providing industries with skilled workers and technicians, as they are 
·needed. 
In the third stage (in semi-advanced countries) where rapid indus-
trialization exists, vocational and adult education as well as higher 
education must be considered as human resources development goals to 
match adults with the new job requirements and to keep up with science 
. , . I . 
and the technological world. 
In the last and fourth stage (in advanced countries) where there is 
a rapid movement in science and technology, the post-graduate level must 
be considered in the way of innovations and knowledge explosions, in 
order to provide the economy with a rapid growth, and to maintain, 
adjust and promote productivity and quality in.the country's economy 
d · d" ·d· 1 l·r 34 an 1n 1v1 ua 1 e. · 
In terms of productivity and economic development, by matching 
people and jobs, manpower programs can increase individual and national 
productivity by helping people be more productive. Therefore, human 
resources development strategy must concern itself with programs to 
eliminate barriers to personal improvement that are not related to 
d . . 35 pro uct1v1ty. 
Also according to Levitan, for building an industrial 
labor force some.investigators identify four interrelated processes. 
Thl'Y are: 
1. Recruitment which can be done by c~pulsoF)'' or yoluntary 
means. 
2. Connnitment which can take place in four stages ""' The. uncom.-. 
mitted worker, the. partially connnitted worker, the generally 
committed worker, and the specially committed worRers, 
according to the economic stages and environmental factors. 
3. Advancement, which can be concerned with developing skills 
and attitudes towara industrial production, and 
4. Maintenance of welfare and security of the population.36 
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Technical education and vocational training programs must keep up 
with today's technology and industrial needs. Today's industry is in 
a rapid change, and skills training programs must be connected in some 
way or·the other with the industrial requirements in terms of kinds of 
skills and quality of level,s. Tutqe and Alexanper stressed that the 
<lif forence between industrial training needs and types of training needs 
must be recognized and considered.~ They stated that: 
Differentials in Industrial Training needs must be recog-
nized. At least two types of training needs must be considered. 
These two· types are: (1) Training of an initial labor force 
for start-up of new or expanding industry atid'(2) subsistence 
training to serve trained labor needs of existing industry.37 
On the international side, a coordinated progrannning of technical 
changes and manpower adjustments in eight countries has been investi-
gated by the Manpower and Social Affairs Committee (France) in the 
series "Industrial Relations Aspects of Manpower Policy." According 
to the findings of this study: 
The planning and introduction of new investments and the imple-
mentation of changes in production and operations can be co-
ordinated with the programming for the adjustment and recruit-
ment of manpower in an enterprise, with benefit of both to the 
latter and its employees without interference or costly adapta-
tions to the programs of business changes. Moreover, while 
m"dlum and long-term planning of manpower operations are 
feaslbl.e, the admlnlstrators should retain the possibilities of 
adapt.lng them to 1ww developments and operating needs. Such 
flexiblJlty w111 be facilitated by long-term planning and care-
ful study in defining objectives and alternative tools, tech;... 
niques and procedures.38 
To give some examples of utilizing human resources in economic 
2.3 
industrial development and social changes, the Soviet Union, Uzbekistan 
and Japan plans for education are worth noting. 
An ·extensive network of secondary level Technical and Vocational 
Schools has made Soviet education the most exclusive channel 
for specialized training, as compared to the considerable variety 
of social means.39 
Uzbekistari during its period of industrialization (1928-1958) is 
I 
one example of educational investment. Twenty-one percent of the 
country's expenditures were allocated to education and related forms. 
In 1940 the percentage increased to over 40%. The result was that 
almost 7% of the age group was enrolled as first-year students in 
higher school in J958, compared to 4% in Britain and Germany. 
Uzbekistan is one example of the extensive Soviet regime for 
social change in Central Asia which has Islamic background. 
Japan too, is one of the best examples in the world for achieving 
its :industrial and economic development within its population; educa-
ti.on was and still ls the primary resource for Japan and Japanese 
development. Almost every Japanese has nine years of compulsory ecluca-
tion. This comprises six years of primary education and three years 
of lower secondary education. The upper-secondary is comprised of 
thret; types of education; General Education, Vocational Education 
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anti both Voc:.itiona.L and General Education. By extensive educational 
programs for industrialization, Japan dropped agriculture workers during 
the 5-year period (1969-1975) from 19.l percent to 12.8 percent. 40 
Manpower Planning and Policy 
Manpower development is multi-purposed. 
1. It leads to advance in general levels of literacy 
within the population; 
2. It contributes economically to developing the skills 
and achievement of the labor force of the Kingdom. 
Solutions of manpower problem8 will require programs with approaches 
based upon -sound analysis and understanding of the labor markets. 
. ' . I . 
Without that, it would be impossible to take into consideration 
both short and long range labor market requirements upon which success-
ful manpower development programs must be reconstructed. 
Staley considered that technical education and training planners 
must plan in all stages. He stated: 
The action which is essential in the immediate future, the 
action which will last some years, such as the extension 
of primary education to all sectors of the community; and 
long-term action which may last a generation and depend · 
on the steps take:n in the immediate and long-term period.41 
Ingram indicated.four factors to be considered in active manpower· 
policy: They are: (1) The provision for improved manpower demand 
and supply information for individuals, employers, and government 
agencies; (2) the development of manpower supply through education, 
training, retraining and rehabilitation; (3) The matching of men to 
job1::1. through an efft~ctlve emp.l.oyment service; income maintenance, 
job development and mobUity; and (4) the development of manpower 
standards. 42 
Chirikos looked at manpower planning from anothet: angle. He 
stated four points to be included in any manpower planning. They are 
concerned with productivity, manpower needed, input into programs 
needed, and overall cost. The four points are as follows: 
1. Determine the required future productivity. 
2. Determine the manpower needed to generate that level of 
productivity. 
3. Determine the input into education needed to prepare the 
required manpower, and 
4. Determine the overall costs of this input to yield an esti-
mater of financial resources required for educational 
43 
structure. 
Technology 
Technology has changed many concepts of work. Work originally 
was dependent upon man's muscle and brain. But work now depends upon 
mechanical power.; Work was fori:nerly dependent upon the number of 
··workers, but it is now dependent upon the quality of workers. The. 
nature of work has been changed from manual to cognitive. For devel-
25 
oped.countries, and many developing countries, the shift from blue-
collar workers to white-collar workers is showing in many labor studies. 
This could mean that people now depend upon machines.to do their work. 
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For <levelop1ng countries this transferring technologr should be.taken 
into consideration. 
Transferring technology is not a matter o:t; importing materials. 
It is a selective alternative on one hand, and a changing attitude of 
the people toward technological idealogy, technological adjustments, 
and the transfer of the worker to the technological environment on the 
other hand. We must, therefore, transfer people to the techrtologi2al 
world at the same time that we concern ourselves with bringing tech-
nological instruments to the people. Thus people must be oriented 
to a technological world and a development plan. If this has not been 
done or taken into consideration in any developmental plan, it could 
only add more problems. Technology could hold a
1 
great deal once we 
know how to use it. According to the Computer Programs Director at 
the Institute of Public Administration, today there are at least 64 
computers in the public and private sectors in the Kingdom of Saudi 
Arabia between that one of the medium or large size. One of them is 
in the possession of Aramco, and is considered to be the largest in 
the Middle East. According to him, there is no coordination between 
. 44 these computer centers. Most of the workers are trained in the U. S. 
·an<l Eur.ope. They spend almost one year learning English and two months 
studying within their specialized fields. However, most of their 
work, after they return to the Kingdom, is performed in the Arabic 
language •. 
To give an example of the number of workers which are needed: 
The Ministry of the Interior has started a computer project with the 
beginning of the second development plan. Two hundred Saudi trainees 
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have been sent to the United States, 36 others, besides undefined num-
45 hers of officers and civil workers will be sent for training. How-
ever, technical education did nothing for these needs except for a small 
proportion of its connnercial curriculum. The Institute of Public 
Administration does have one computer program and a plan which includes 
computer studies in a variety of the institute's programs. 
Problems Related to Human Resources and 
Manpower Development in the Kingdom 
Underutilization 
Planning, organization and follow-up departments are some of the 
I 
most important departments to give special attention .in the Kingdom 
because of their influence in guiding and leading down the road of 
development. However, these departments are most often filled by per-
sons who do not meet the requirements. Dr. Tawail, the.Director of 
the Institute of Public Administration in Saudi Arabia states: 
Due to the lack of a sufficient number of qualified per-
sonnel in the field or organization and management, many vacan-
cies in this land are filled by persons who do not meet the 
requirements of those jobs, especially those in planning, 
organization and follow-up.46 
·Besides that, there is underutilization of manpower. Dr. Tawail 
stated that the underutilization of human resources in the Kingdom is 
due to three factors. These are: 1) ineffective use of specialized 
staff, because there are many specialized persons placed in unrelated 
jobs. As a result we find that many specialists in the professional 
fields are occupying administrative positions that have nothing to 
. 47 
do with their field of competence. 2) Hidden unemployment. That 
is "aggravated by an inefficient supervisor at the middle management 
level; lack of periodical administrative reviews, and by lengthy and 
. 48 
complicated work routines." 3) Underutilization of female workers. 
He mentioned that the number of Saudi females has increased in the 
field of education, nursing, and social research, but that because of 
the.limitations of women's opportunities to serve in other adminis-
trative work in some other field of specilization "that suit women 
Ln accordance to Islamic traditions". 49 
A closer investigation indicates, however, that underutilization 
can be due to the scarcity of administrative institutions. Many of 
Islamic law, Arabic language, and Art graduates fire taking positiona 
in administrative work which they have not been prepared for. The 
Institute of Public Administration tries to support and enrich those 
graduates, and also meet requirements, in order to shift some of them 
to related jobs. However, in a systematic way this can be considered 
28" 
as a waste of time and money. A situation like this should be avoided 
in overall planning. 
The. first five-year plan has shown that most of the vocational 
graduates were not utilizing their acquired vocational skills. 
According to the Central Planning Organization information, the per-
centage of those who have not utilized their vocational skills is 
. 50 
shown at between 45--65 percent. 
Insufficient Information 
According to the Central Department of Statistics, the first 
statistical department was established in 1960. The Central Department 
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of Statistics (CDS) conducted the 1974 census. Until today, the middle 
of 1979, the CDS has not assembled the details needed from the census 
ror. human resources and manpower development. That may be due to the 
'inefficient situation which the CDS endures. Many positions in this 
<lepartment are vacant, and have been for a long time. Because the 
CDS cannot provide the statistical information needed, there are some 
<luplicat.i.ons among <lepar.tments and agencies which are concerned with 
manpower development and the labor market according to Ministry of 
Planning information. 
I 
Ther.e was a tremendous expenditure during the first Five-Year 
P.lan (1970-1975), which was considered with the capacity of the court-
try's population. The second Five-Year Plan showed that the budget 
of the second plan increased nine times while manpower in the second 
plnn was projected to increase annually by 8.9% compared to 6.6% ob'"' 
51 tained by the U.rst plan. Many of the planned projects have_been 
carried out by the private sector; therefore, many· ·o:e the. government 
employees went out to find jobs in the private sector because they 
were much better paid in that area, especially with the rapid increase 
in tlH.~ cost of living. The civil Service Bureau indicated that in 
1977 there were 6,516 employees who had been appointed while 6,338 
had left their jobs in that same year. The number of jobs totaled 
188,288. There were 88,070 jobs filled by Saudis, 31,497 were filled 
by non-Saudis, and the rest, 68,722 were vacant. 52 
Figure 1 illustrates the number of Saudis, Non-Saudis and the 
number of jobs vacant during 1970-71 till 1976-77. During this period 
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Figure 1. Saudis, Non-Saudis and Job Vacancies in the Public 
Sector from 1970-71 till 1976-77 
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Sa11di l'mployees Jncreased by 75.5% and job vacancies increased between 
29% and 72.6% while the numb.er of jobs increased by 120.9%. 
Government employees may prefer working in the private sector which 
lt;rn no set pay scale and where their activities can be considered. 
Table 1 shows weekly mean-average wages in the private sector in three 
mean cities: i.e., Jeddah, Riyadh and Dammam in January, 1976, and in 
January, 1977, which are catagorized by level of education. This table' 
indicates that firm agreement exists in terms of r;lising wages between · 
January, 1976, and January, 1977. But there is a difference among 
these three cities while the cost of living is almost the same in each 
or them. For example in January, 1976, the mean average of wages paid 
in Dammam was higher than it was in.Riyadh or J'1ddah for intermediate 
i.t~veJ employees, and below, but in January, 1977, this mean-average 
of i.ntermediate level in Jeddah and Riyadh was higher than in Dannnam. 
Other features seem to indicate that those who have university level 
education and above were paid higher wages in Riyadh and Jeddah than 
those people on the same level were paid in Dannnam. However, the cost 
or living could be considered as one of the main reasons for seeking 
a job outside of the government pay scale control. 
Table II indicates the cost of living in urban areas in 1975, 
·which contained a portion of. the last year of the first Five-Year 
Plan period, had increased by almost 208%, and by almost 300% by the 
end of 1978, in relation to the 1970 cost of living. However, the 
government wage increase never reached these percentages. Table III 
indicates the monthly payment wage of government employees. This is 
the latest govt~rnment pay scale for civilian workers. It is worthwhile 
Educational 
:Level 
Illiterate 
Able to Read 
and Write 
Primary 
Intermediate 
Secondary 
University 
and Above 
TABLE I 
WEEKLY MEAN-AVERAGE WAGES IN S.R.* IN PRIVATE SECTOR BY EDUCATIONAL LEVEL 
IN THREE MAJOR CITIES IN THE KINGDOM 
Mean Average Wages 
in January, 1976 
Jeddah Riyadh 
197.9 224.1 
259.1 279.0 
302.6 290.2 
434.4 387.4 
678.3 535.1 
1,143.3 1,142.5 
Damman Jeddah 
261.1 270.1 
305.8 354.8 
331.3 406.3 
440.4 539.5 
567.6 451.1 
942.9 1,288.8 
Pct. 
Change 
+36 
+37 
+34 
+24 
-33 
+13 
Mean Average Wages 
in January, 1977 
Pct. 
Riyadh Change 
299.2 +34 
409.1 +47 
396.2 +37 
536.9 +39 
695.5 +30 
536.1 +34 
Pct. 
Dammam Change 
318.5 +22 
357.9 +17 
412.1 +24 
516.9 +17 
695.7 +23 
155.l +23 
Source of Basic Data: Central Department of Statistics, Employment and Wage Level Statistics in Private 
Establishments, "Sample Survey." pp. 25, 49, 73. 
* 3.35 Saudi Riyals = 1 U.S. Dollar 
w 
N 
TABLE II 
COST OF LIVING INDEX FOR URBAN HOUSEHOLDS IN THE INCOME 
GROUP SR* 600 TO SR 899 PER MONTH 
1970 = 100 
-------
Clothing 
and Miscel-
Year Food H~using Footwear laneous 
52.19% 24.88% 6.58% 16.35% 
1975 1st Qt. 159.86 290.33 144.47 160 •. 25 
· 2nd Qt. 171. 02 334.74 152.67 154.04 
3rd Qt. 171. 34 334.75 157.41 152.01 
4th Qt. 181.55 371. 41 165.88 153.06 
Annual 170.94 332.81 155.10 . 154.84 
1978 1st Qt. 246.84 493.37 223.56 214.96 
2nd Qt. 237.89 451.30 239.64 238.49 
3rd Qt. 249.21 447.92 242.62 245.69 
4th Qt. 260.79 448.96 243.56 266.14 
Annual 248.68 460.39 237.34 241.32 
Source: Central Department of Statistics, Cost of Living Index, 
January 3, 1979. 
* 3.35 Saudi Riyals = 1 U. S. Dollar 
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General 
Index 
100% 
191. 37 
207.79 
207.92 
223.10 
207.55 
301.43 
291.20 
297.64 
307.34 
299.40 
TABLE III 
PRESENT MONTHLY PAY SCALE OF CIVIL EMPLOYEES IN SR* 
- - - - -
""'=Step Annual Grad~ Trans. Inc re-1 2 3 4 5 6 7 8 9 10 Allow. ment 
------ - ---- - ---
1 1015 1115 1215 1315 1415 1515 1615 1715 1815 1915 300 100 
2 1210 1330 1450 1570 1690 1810 1930 2050 2170 2250 300 120 
3 1455 1595 1735 1875 2015 2155 2235 2435 2575 2715 300 140 
4 1750 1920 2090 2260 2430 2600 2770 2940 3110 3280 300 170 
5 2100 2300 2500 2700 2900 3100 3300 3500 3700 3900 320 200 
6 25.12 2745 2975 3205 3435 3665 . 3985 4125. 4355 4585 350 230 
·-
7 2970 3240 3510 3780 4050 4320 4590 4760 5130 5400 400 270 
8 3485 3795 41.05 4415 4725 5035 5345 5655 5965 6275 400 310 
9 .. 4110 4460 4810 4860 5510 5860 6210 6560 6910 7260 500 350 
10 4800 8180 5560 5940 6320 6700 7080 7460 7840 8220 500 380 
11 5600 6000 6400 6800 7200 7600 8000 8400 8800 9200 500 400 
~ 
.i:=--
TABLE. III (Continued) 
1 2 3 4 5 6 7 
12 6290 6820 7250 7680 8110 8540 8970 .. 
13 7200 7650 8100 8550 9000 9450 9900 
14 8020 8520 9020 9520 10020 10520 11020 
15 .9255 9805 10355 10905 11455 12005 12555 
Source: Civil Service Bureau 
* 3.35 Saudi Riyals = 1 U. S. Dollar 
8 9 10 
9400 9830 10260 
10350 10800 11250 
11520 12020 12520 
13105 13655 14205 
Trans. 
Allow. 
550 
550 
600 
Annual 
Inc re-
ment 
430 
450 
500 
550 
l;;.J. 
V1 
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that all graduates or secondary techni.cal education, industrial, 
commercial and agriculture, are placed at the first step of the 5th 
grade. Intermediate Nursing School graduates (for girils) are placed 
in the same catagory, while the graduates of general secondary school 
and of health institutions (for boys) are placed in the 4th grade. 
Thus, the nN~ds for particular types of skills or for promoting women 
for some type of education or training plays an important role in 
determining pay scales in Saudi Arabia. Also, note that the level 
of ~ducation, training, and seniority are the major factors in 
determining promotion of the kind that can provide employees with 
better grade on the government pay scale. 
The promotion grade system (Table IV) consi~ers training as the 
most important factor for employees in Grade 5 and below (no one having 
a bachelor's degree). The efficiency report which can be an evalua-
t ion or productivity has the least P.ortion of points for all grades. 
According lo Levitan, Mangum and Marshall, this is one of the common 
features of developing countries. They stated that: 
In developed countrles wages are usually directly related 
to productivity; in developing countries this is rare. In 
Egypt 1 for example, •.. wages are determined by seniority 
and educational certificates regardless of performance, pro-
ductivity <leteriorates.54 
This can be due to the absence of unbiased evaluation and administra-
tiv~ conscientiousness. 
According to the actual situation of Manpower Developments Depart-
ment, lack of cooperation and coordination among most of the manpower 
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TABLE IV 
PROMOTION GRADE SYSTEM 
Facl:o1· Points 
'J'ra i.nlng 
Education 
20} Grades 
10 
1-5 15} Grades 6-10 
15 
Seniority 10 
Er f.ic i ency Reports 
Good 3 
Satisfactory l 
--·-··-----------------·--·--· -----------------------
Source: Civil Service Bureau 
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deve I opment department agencles on om• hand, and between them and man-
power education and training program on the other hand, is one of the 
major problems facing human resources and manpower development in the 
Kingdom. Coordination is almost non-existent between educational and 
training programs. The responsibility of education and training is 
distributed among a variety of ministries and government agencies. 
Table V shows the variety of mini.Htries and government agencies respon-
siblv for technical training. The responsibility of planning human 
remi11rce and manpower development is distributed among The Ministry of 
Planning (MOP); Ministry of Labor and Social Affairs (MLSA); Civil 
Serv i.ce Bureau (CSB) and The Saudi Arabian National Center for Science 
and Tedmology (SANCST). 
The Ministry of Planning has three departments: 1) The Labor 
Force Department, 2) Human preparation Department and 3) The Manpower 
Departtnent. 
The Ministry of Labor and Social Affairs has one department: The 
Ceneral Department of Labor Force. According to MLSA information, 
i.ts responsibilitJes are to appoint and develop the national labor 
- 55 force. 
The Civil Service Bureau Organization Chart contains one depart""." 
ment concerned with manpower development. It is the Planning and 
.Labor Forces Department. Accord:lng to the head of this department, 
the responsibility of Planning and Labor Forces Department is to 
carry out research and studies concerning the government employees' 
training, and the evaluation of training programs for the government 
56 
employees inside the Klng<lom, as well as abroad. 
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The Saudi Arabian National Center for Science and Technology is 
considered to be the central organization for the development and co-
ordination of science.and technological program in the Kingdom accord-
. 57 
ing to the SANCST Program Announcement. SANCST, which was established 
in 1977 as an independent agency, is concerned with scientific and 
technological manpower. One of its functions is to: 
Establish and manage an information center which collects and 
disseminates data on the scientific and technological manpower 
resources .in the Kingdom in order to utilize this labor force 
in implementi.ng scientific and technological development poli-
cies. 58 
One of the SANCST four departments is the Hunian Resource Department. 
The responsibility of this department is to "plant" scientific and 
· technologJcal thinking into Saudi society. Howeyer, none of the posi-
tions in th.is department have been filled as yet according to SANCST 
information. 
Besides all of these responsible agencies there are numbers of 
boards and committees concerned with human resources and manpower 
59 development in the Kingdom according to Al-Hammad investigation. 
These committees and boards are: 
1. The Supreme Educational Board .under the presidency of the 
Deputy of Prime Minister and Membership of the Ministry · 
of Information, and all the major ministries.and depart-
ments concerned with education. · 
2. The Supreme Manpower Board under the Minister of Finance 
and National Economy and membership of the president of 
Central Planning Organization, Ministery of Education, 
Health and Labor and Social Affairs. 
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·i. The Supn•mp lllgher IMucatlon Borir.d under the presidency 
.or the Ministry of Higher Education, and membership of the 
Saudi universities and some other educators. 
4. The Universities Coordination Board for the purpose of 
adjusting the need and capacity of different civilian and 
military colleges. It includes a representation of Riyadh 
University and the Military Colleges in Riyadh only. 
5. Civil Service Board which one of its objectives is to cooper.., 
ate with concerned authorities to develop Civil Service 
manpower and increase employees productivity through train-
ing. 
All or the above minis triers, c.enters, agencies, committees and 
boards are functioning·at the national level for human resources and 
manpower development, and there is no coordination among most of them. 
None of the prtvate sector agencies.are included in any board or are 
members of any conunittee. The Civil Service Bureau is the only govern-
merit agency included in almost all of the committees and boards and 
the Centeral Planning Organization (Ministry of Planning later on) in 
the Supreme Manpower Board. 60 
Planning Strategy and Human Resources 
and Manpower Development 
No national planning was done in the Kingdom of Saudi Arabia until 
I I.• • 1 i i • h mid-195.Q IS• 61. . 1 d i di. . d 0 t le 1.nanc1.a er s s 1n t e A -Hamma n cate various 
steps have been taken up to 1973. According to him and other resources 
some <>f the steps were: 
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The first stage of development came,intQ existence in the Kingdom 
in 1957 when the Informational Monetary Fund was asked by.the Saudi 
Government to help in planning for economic relief. The Saudi Arabietn 
Mottetary Agency (SAMA) was responsible for this matter. SAMA has issued 
several recommendations concerned with the Kingdom's economic development. 
None of these recommendations have considered human resources as a part 
of the economic development, even though there is a great need. Not one. 
word about education was mentioned. 
One year later (1958) the first committee for development was 
appointed. This committee· consisted of economic, financial and. in~lus-
trial personnel. It was made up of Saudis as well as foreign experts. 
Two years later (1960) the gove,rnment conta<l!ted the International 
·Bank of Reconstruction and Development, asking for an indepth study 
concerning the Kingdom's economic development. 
In 1961 till' Supreme Planni.ng Board (SPB) was established. The SPB 
works i.n economlc .:ireas. SPB members were neither concerned with educa-
tion nor human resources. SPB coordinated with the Ford Foundation and 
other experts from the United Nations; the former has worked in the 
country for nlne years (from 1964 - 1972). According to Tawail, Ford 
Foundation was made up of four members. They are: 1) Personnel Adminis-
tratlon Group; 2) Organization and Man,agement Group; 3) Financial 
Management Group, and 4) Manpower and Training Group. The objective 
of the Manpower and Training Group "was to assist the Institution 
of Public Admini.stration in the Planning and execution of its programs, 
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and ln carrying out a study of manpower in Saudi Arabia." One 
member of this group worked with the Institute of Public Administration 
for a short period from 1964 to 1965. 
Four yc•:11·11 L1rc•r (196'>) I.hi.• Sl'll w1111 t"t:!plae~d by the Centrnl 
P J mming Organi:t.ati.m1 (CPO). This establishment was a result of the 
SPB's recomrnendation. 63 The major project of the CPO was the First 
Five-Year Plan in the Kingdom. 
In 1975 The Central Planning Organization was replaced by the 
Ministry of Planning with the same function as CPo. 64 The Ministry 
of Planning coordinated its efforts with the International Bank of 
Reconstruction and Development (IBRD). 
According to Mussa, the IBRD is concerned with manpower develop-
ment in terms of forecasting and making projections. The responsi-
bility. of IBRD is to integrate the Kingdom's educational and training 
programs with the manpower needs in 1the second f :ji._ve-year plan which 
was started in 1975. 65 
Manpower Forecasting 
The most popular approach in educational planning in .terms of 
economic objective is the manpower forecasting system. The other two 
are the rate of return analysis and individual demand approach. The 
manpower forecasting is based on employers demand. Then, educational 
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planning from the manpower forecasting point of view, must be built in 
terms of levels and kinds of programs required to achieve certain 
economic growth targets. 
According to Ahamad and Blauge, manpower forecasting can be 
based on a three dirnentional terminal of time: long-term, medium-term, 
and short-term. 
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There is a baicdc need f<>r the forecasting of the manpower require-
ment for a long-time period to determine the tendency of educational 
programs in the long run. That will help.educational planners in forming 
new educational training and improvement of facilities. It will,also 
help students in choosing their careers. Early choice of a career 
will help solve the current demand for skilled technical workers. In 
Leclmical education there is a necessity for long-term planning to solve 
the manpower shortage in general, and especially in industrial and 
technological areas for many changes have occurred. Ahamad and Blaugs 
stated that: 
..• for the efficient investment planning, firms ought to 
b~· interested in the manpower demand and supply situation, 
not only when new equipment is'installed, but over the life-
time of the equipment. If this is so, long-term manpower 
forecasts clearly form one of the prerequisites.of efficient 
decision-making.66 . 
Medium- and short-term manpower forecasts must also be considered 
to adjust planning wlth the actual situation and to catch up with 
Lhe rapid technological changes. This is because being able to forecast 
the need for goods and services of the world which affects prices, etc., 
also enables one to forecast the supply and availability, which in turn 
enables the forec:asting of population growth, employment rate, educa-
tional capacity, cost and wages and salaries. Of course there will be 
some errors in forecasti.ng the manpower requirement over a long-time 
period because of the uncertainty·of the future, and whatever planning 
is done, tllis factor would have to be considered. However, as Ahamad 
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and B1,augs statL'd, " ..• manpower forecasting should be long-term to 
be n:~al ly useful for educational decisions, but unfortunately, highly 
. . . 67 
forecast1 ng i.s only possible in the short- or medium-term." 
HoWl!Ver, in employability and training terms, there are some other ways 
of forecasting manpower: Some of them are called: projection models, 
paradigm models, input-output models, and system models. 
The Occupat.ional Trainlng Information System (OTIS) is a system 
mode]. It l:,; the most beneficial for education programming as well as 
ror individual career decisions. OTIS is one of the best ways for 
short-run planning.· The OTIS project as it is used in the United 
States of America combines the demand side as well as the supply side 
of manpower in each cluster of jobs. It can be used for statewide 
or regional planning. It attempts to promote industrial development 
and to assist Jn developing a labor force as an integral part of economic 
d l 68 eve opment. 
Regarding the lack of information about matching the demand side to 
the supply i:ilde in technical manpower and education programs, OTIS 
wouJ<l be one of the best systems to observe in matching and.planning 
ti~ two sides. This project could provide an excellent indicator for 
how th~ two sides work and keep up-to-date with technological and 
social change. OTIS can be used to determine the following: 
l. To follow up the development of supply and demand on a yearly 
basis. 
2. To dt:~term.ine the upgrading of some educational programs. 
3. To omit or. reconcile some educational programs. 
I+. To promote and enhance people to consider some specific jobs. 
11. '1'11 h:tVt' ii ht>tll'r Wit' t1[ 1111111;111 til f l.izat.fon. 
6. To correcl and redirPct ever.y movement in human capital to 
reach the human resource development. 
The Possibility of Using OTIS 
ln Saudi Arabia 
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Lack of information .is one of the characteristics of an under-
developed countr.y. Saudi Arabia is deeply in need of practical informa-
.tion system for educational planning. At present, Saudi Arabia has no. 
Occ:upat l.ona I. ln f.ormat.ion System. There is no systematic way of pro-. 
vi.ding t.echnJe;i I <•ducal I on :md vocational training. . There is no adequate 
di1La [or expanding ex:lsting programs, nor plannipg for new programs. 
There i.s a nee<l for accurate occupational information. l'his. information 
must be colleeted In a way as to be useful and meaningful. This system 
11111st contain accurate information concerning students' enrollments, 
teachers, manpower needs, graduates, occupational requirements-, and 
·programs (their location and availability). This system could be 
ca.lle<l Saudi Occupational Training Information System (SOTIS). It could 
be the first step lu planning for a systematic technical education and 
. voc.:at ional tra i11 ing prograh1s Jn the Kingdom of Saudi Arabia. . If 
SOTJ.S i.8 to b<• applied. Jt should be formed to provide the following 
data: 
l. l)('mand 8ide i.nclud ing Job opportunities by occupational sector 
as· well. as province regi.ons •. 
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2. Supply side including number of students enrolled and to be 
gradu:1ted by occupational sector and educational and training 
level. 
J. Student side including age, grade, sex, and socio-economic 
status. 
4. Placement and follow.,..up of graduates to show their employment· . 
status. 
These basic data are to be obtained.annually including present 
status,. the actual number, and projected number for the future planning . 
. A program similar to this has been implemented in the State of 
Oklahoma as well as in several other states in the United States of 
America. This system provides annual update of ~upply and demand for 
vocational and technical students who are trained individuals, and 
from this the demand can easily be determined. It will also facilitate 
decision-making about programs and priorities. According to OTIS, 
The difference between the number of jobs available and the 
actual supply of graduates represents the number of individuals 
needed above the estimated supply. The program priorities are 
established according to the net demand.69 
This.system will give the educational planners the best indication 
about how to match. supply side with the demand side. And this too, will 
provide the planner wilh precise annual follow-up which will enable 
. them to review and reevaluate a country's development programs. It 
will also provide a guide for reorganizing and relocating some educa-
tional programs overall. This system can be described as a key for 
decision.,-makers to evaluate a country's program development in process. 
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Islam Effects and Its Concept of 
Knowledge and Work 
Saudi Arabi.a has a great respect among Islamic countries because 
of its traditional responsibility to Mecca and Madinah, and their holy 
places and mosques. The people in the Kingdom have a strong Islamic 
background; this important fact is a basic element to be considered in 
any national development plan in the Kingdom. The most important side 
of Islamic thought·, however, in this area, is the Islamic concept of 
knowledge and work, because it is through these two areas the important 
developments of Kingdom may be achieved. Knowledge and work are con-
sidered the two major elements in making up the Muslim personality and 
i 
Muslim society. Islam encourages work and urges people to seek knowl-
edge from the cradle to the grave. Moreover, Islam considers the 
seeking of knowledge as a form of God's worship. From this point the 
Holy Quran fights ignorance and illiteracy. II • are they equal --
those who know and those who know not! Only men possessed of minds 
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remember." God wants people to use their minds in order that they 
·may be accountable and fulfill their responsibilities for both them-
selves and for thel.r communities. " .. · •. God will raise up in rank 
71 
those of you who believe and have been given knowledge." 
"Read" was the first word sent down from God to His last prophet, 
Muhammad, (Prayer of God and peace be upon HilU). "Read: In the name 
of thy Lord who createth, createth man.from clot. Read and thy Lord 
is the most bounteous. Who teacheth by the pen, teacheth man that 
which he knew not. 1172 These five verses were the first verses.of 
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the Holy Quran to be revealed by Gabriel (Peace be upon him). And 
as we see in these verses, besides God's order for Muhammad to read, 
God identified Himself as creator and Instructor. He describes mart 
as a clot creaturt~. However, when man thinks he has all knowledge 
he is apt to think he is above reproach. In the next three verses of 
Surah 96 God mentions one situation and reminds mankind whom he will 
return to in the l>ny of .Judgment: "Nay, but verily man is rebellious. 
'l'hat he thinketh h.imself independent! Lo! Unto thy Lord is the 
73 return." Thus man in his work, whatever his position or occupation, 
must seek to please God, and to benefit the people in the way given 
by Allah. For example, in the field of science and technology, man 
should deal· with the advantageous s:tde. Man's mind, time and muscle 
is power which must be used in terms of understanding the universe 
and the value of mankind. Consequently, people's action must be in 
the right way for the right reason. 
Strong honest workers are the best to be hired according to the 
Holy Quran: 74 "The best of whom you hire is the strong and the honest." 
Perfect work is the best work to be.done to please God. Muhammad 
(Prayer of God, and peace be upon him) .said (which can be translated) 
"It is Cod's pleasure for any one of you who attempts to do some work 
to do H perfoctly. 1175 
However, fr.om the Islam concept of knowledge and work position, 
man cannot be the ultimate authority in the universe, because he is 
only one instrument of it, playing the role designed for him by the 
Almighty. Therefore. work must be done for the purpose of pleasing 
God who is the creator, manager, and organizer of the universe. 
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Work ls one's accountability and responsibility to God, His 
Prophet, and all believers. "You work, (righteousness), God, Hi~ 
· Apostle and The Believers will observe your work." 76 Therefore, 
planning·for human resources development in the Kingdom must be given 
extensive thought and consideration. In order to build a strong 
society and personality with the concrete Islamic concept of God, the 
Universe, and llfe, a comprehensive development ought to be considered 
in order to avoid the possible crumbling, dispersio.n and conflict 
which might occur in a developing situation. 
A Brief Look at the Saudi Educational System 
and History 
Religion and family were the first two resources·to require the 
start of education in Saudi Arabia. Sons usually received their voca-
tionaJ educatlon from their fathers and mothers. Formal education may 
be acqulre<l at Alkuttab which ususally teaches the Islamic religion. 
This school can be compared to the ones teaching the three R's in the 
West. Modern elementary schools were established first in the Western 
Province. !?or example, according to Abdel Wasie, Alfalah School was 
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established in Jeddah in 1903. It was, and still is, a private 
s<.;hooL Al-Hammad inc:lfcated that the country established its first 
C:erieral Directrate of Education in 1926; rules and regulations of . 
that department were not installed until 1938. It has since become 
the Ministry of Education (1953). A child may be enrolled in elementary 
school when he be.l'omes ei.ght years of age. Secondary school follows 
Elementary, where students may attend until the age of 16. Until 
1944, when the College of Sharia (Islamic Law) was established, no 
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one t•ould eontinue his/her college education within the Kingdom. 
Egyptian educational experts were the first to establish the new 
modern educational system. Their system was based on the British 
System which consequently left its imprint on the Saudi system. 
Bes:ides the Ministry of Education there are two other institu-
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tions which are l'.'(;•sponsible for some kinds of education in the Kingdom: 
1) The General Dii:-eLtor of Colleges and Religious Institutions (estab-
. 79 . 
lished in 1950), and 2) the General Presidency of Girls' Schools 
(established in 1959). 80 The Ministry of Defense, besides its specialty 
programs, is ;tlso responsible for some boys' and.girls' schools in 
the elementary, 1.ntermediate, and secondary stages. In 1975 a new 
81 Higher E<lucatlon Ministry was created. 
However, Technical Education and Training programs are spread 
among the varJous mi.n:istries and governmental agencies. Training 
programs :Ln the Kingdom are the responsibilities of various ministries 
and agencies. Table V shows the eight major ministries which have 
some kind of special training programs. 
According to the actual situation in most of education and train-
ing programs, .it ls hard to realize the difference between training 
under these programs as compared with the education under the programs 
supervised by the Ministry of Education. For example, Post Institute 
(Ministry of Post, Telephone and Telegraph) has more than 70% of its 
curriculum in theoretical studies, and less than 30% in practical 
area8. Another example is that the Institute of Technical Assistances 
TABLE V 
MANPOWER TRAINING INSTITUTIONS IN SAUDI MINISTRIES 
Ministry 
Ministry of Labor 
and Social Affairs 
Ministry of Agriculture 
and Water 
Ministry of Communica-
tion 
Ministry of Municipal 
and Rural Affairs 
Ministry of Petroleum 
and Mineral Wealth 
Ministry of Post, Tele-
phone and Telegraph 
Ministry of Health 
Ministry of Defense and 
Aviation 
Manpower Training Institution 
Vocational Training Centers 
Agriculture Training 
Radio and Communication Training 
Center 
Institute of Technical Assistances 
Center of Applied Geology 
Post Institute 
Health Institutes 
Technical Training Institutes 
Sources: Second Development Plan and personnel interview. 
Besides the above listed ministries there are three addi-
tional which are concerned with training. They are: The 
Saudi Arabian Monetary Agency which has a banking training 
center, the Institute of Public Administration, which has 
been established to provide training personnel for all of 
the government ministries and agencies, and the General 
Presidency of Girls' Education, which includes technical 
training. 
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(The Mill.is try of municipal and Rural Affairs) is carrying almost the 
same old program (Intermediate level) which was carried by Technical 
E<liJcation (The Ministry of Education) which has been considered as 
obsolete and ineffective. 
Technical Education Programs 
··According to the Educational Policy in Saudi Arabian Kingdom, a 
high priority ls given to Technical Education. The Educational Policy 
has the fol1owJng objectives concerning Technical Education: 
The objective of technical education is to supply the 
Kingdom in all fields and at all levels with qualified workers 
who possess solid faith, sound character and ability to perform 
the duties entrusted to them. .1 
Concerned educational authorities look after technical and 
vocational education in all its forms and provide it with tech-
nlcal and financial support. · 
A special plan is set up to determine the Kingdom's needs 
for technical labor force at various levels and forms in order 
to attain self-sufficiency within a period to be defined in the 
light of existing resources. All other resources that can 
operate in this field will be utilized. 
Technical and vocational educational curricula and plans 
are set up to achieve this· purpose with special emphasis on 
flexibility and diversification to meet all needs and develop-
ments in the fields of knowledge and labor, and to acquire 
other skills, experiences and experiments. 
Concerned Government authorities shall establish necessary 
institutions to meet the Kingdom's needs for workers in farm-
ing, business, industry, and other fields. 
Concerned educational authorities shall adopt all means of 
encouraging students to enroll in technical and vocational 
training. The State shall open opportunities for graduates 
to work with companies. institutions, factories and installa-
tions. The concerned Mlnlstries shall adopt the necessary mea-
sures to provide work for graduates and organize their status. 82 
The Genera] Department of; Technical Education w:as es.tablts.hed in 
1965, and takes full responsibility for industrial, comme.rcial and 
agricultural education .in the Kingdom. 83 This department, as an 
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t~xtt·1111i1111 ol Lht• Mi.11islry of Jt:ducaU.on, ls euncerned with the vocational 
and lv1·h11it-;ti edul"ntlun in Lill' an•a. ThL• [o.llowlng pages will deseribe 
the history of t!ill'h of these kinds of education, which will be consider-
ed Llie mean measure for acquiring technical and skilled manpower. Each 
w i_ IL lw d .i.st:usst>d i.n de ta.U • 
Industrial Education 
Accord.ing to the Ceneral Department of Technical Education, the 
I' i rsL DepartnH'nL for .Lndui-;t:rinJ Education in the Kingdom was established 
]0 yt:~ars ago (191-19). And,· the first industrial education shcool was 
established in the same year in Jeddah. There were only 30 students. 
• The lat<.:·r was at the intermediate level, three yiears after elementary 
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school. l•'rom that t.lme until 1965, the enrollment reached 2,583. 
Accordlng to AL1ki, dur Jng this same period the level of education has 
been oscillating lwtween ], L1, and 5 years after the elementary school. 
It: has been considered three years until 1955, 5 years until 1961, then 
4 years until 1965. 85 Fr~m 1965, the Ministry of Education decided to 
raisL' t:hL' level or industrial education to the secondary plateau, and 
ti> 1·01111~a·I tli<.• i11termL'di.nl:t' level graduates during a five-year period 
(from I 9(i')-6b unt.i I. 1969-70). 
Table VI indicates the number of students in intermediate and 
secondary levels in both general and technical education during that 
tH•riod of t:Jmt·. This table shows that the number enrolled in inter-
mL"di.at:e tedmical education has declined from 2,583 to 148 (in 1969-70). 
Consequently the number of students in Industrial Education decreased, 
but the number of industrial teachers was unstable. Table VII shows 
TABLE VI 
NUMBER OF ENROLLMENTS IN I.N'rER;MEDIA.TE AND SECONDAR,l'. SCHOOL lN BO"I:H 
GENERAL AND TECHNICAL EDUCATIONa DURING 1965/66-:._ 1969/70 
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Year Gen. Inter. Tech. Inter. Gen. Sec. Tech. Sec. 
65/66 18,730 2,583 3,837 130 
66/67 21,297 1,469 4,573 131 
67/68 29,556 512 5,834 361 
I 
68/69 32,561 277 6,940 674 
69/70 38,028 148 8,243 820 
Source: Ministry of Education, Summary of the Educational Development. 
---
Riyadh, 1970, pp. 45-46. 
a. Technical education included all types of technical education 
offered by Ministry of Education. 
Year 
1965-66 
1966-67 
1967-68 
1968-69 
1969-70 
TABLE VII 
NUMBER OF STUDENTS AND TEACHERS IN INDUSTRIAL EDUCATION 
DURING THE PERIOD OF 1965 UNTIL 1970 IN BOTH 
INTERMEDIATE AND SECONDARY LEVEL 
No. of No. of No. of Students 
Students Teachers Per Teacher 
1,5.30 284 5.39 
932 308 3.03 
543 232 2.34 
616 244 2.52 
694 266 2.61 
Source of Basic Data: Ministry of Education, _§ummary £!_~ the Educational 
Development. Riyadh, 1970, p. 44. 
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the number of industrial students and the number of industrial teachers 
during the same period. However, the number of Saudi Teachers in 1965 
was 95% of the total number of industrial teachers. 86 
From 1965 the Ministry of Education has implemented a new ~roject. 
This project has been approved by the Council of Ministers i):l 19.6.3. The 
most important objectives of this project are: 
1. To raise the capacity of institutions of the secondary level 
of technical edu~ation in Riyadh, Jeddah, Al-Hoffuf and 
Madinah. 
2. To establish three secondary education units in Abha, Taif, 
and llnaizah. 
J. To set up two industrial ipstitutions ~n Jeddah and Dammam, and 
L • h . 1 d . . 1 h 87 1. Prepar1ng t eoret1ca an pract1ca teac ers. 
Nine years later (1973) there were two secondary schools in Madinah 
and Al-Hoffuf, two technical institutes in Riyadh, and Jeddah, and one 
high technical institute in Riyadh. This institute was opened in 1973. 
The Urst F:ive-Year Plan in the Kingdom was started in 1970. In this 
plan the high technical institute had been projected to open with 9 
cl ass rooms, enroll 124 new students,. and was to have 40 teachers. By 
the ~nd of the plan period, the institute had only 8 classrooms, 108 
students, and 35 teachers. On the secondary level, there were 5 schools 
to be opened with 90 classrooms, 2,160 students and 273 teachers. By 
the end of the plan period the following percentages had been obtained: 
100% for School, 83.1% for classrooms, 70.8% for students and 115% for 
teachers. It ts worthwhile to note that while the number of students 
88 decreased, the number of teachers increased. There is no systematic 
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y<·•trly n•cord available regnrdlng the 1'1rst plan. 
For tlw first five-year plan the General Department of Technical 
Education suggested 9 points to be considered according to Al-Mutaba 
Kani. Firm objectives of the Technical Educ;!ation plan during the first 
five years were: 
1. To improve the quality of student. 
2. Increase the quantity of students . 
. 3. Base the curriculum on technological change. 
4. Provide graduates with full opportunities and options to 
continue their education. (J;igure 2 illustrates the Open 
system as it has been suggested.) 
5. Provide graduates with the ,opportunity pf furthering their 
education in their chosen fields. 
6. Establi.shment of a technical school system must be based on 
educational training as well as industrial productivity. 
7. Encouraging the concept of respect for vocational and manual 
work and a place for those workers in society's development, 
8. Widespread vocational schools and centers in the Kingdom's 
villages for participation and the stopping of internal 
immigration. 
9. Follow-up for graduates in.order to provide them, as well as 
small industry, with counseling and guidance for the purpose 
of establishing vocational cooperative associations. 89 
However, in a practical way, almost none of these objectives have 
been achieved within the first five-year period. Some of their objec-
tives cannot be achieved by the General Department of Technical Educa-
tion itself. (Objective No. 4, as an example). 
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In the Second Five-Yenr Plan, Industrial Education became worse, 
at least until the end of the fourth year of the plan (1978-79). Table 
VIII shows the number of new students enrolled in the last four years 
and the number of students projected in the plan. This table shows 
that only 867 students were enrolled in 1975/76, while the number pro-
j (;C ted was 1, 640; 483 were enrolled for the second year, while 2, 040 
were projected; J82 for the third year, while 2,150 were projected 
and 486 for the fourth year were enrolled, while 2,920 had been pro-
. d 90 
_Jectl' . The percentages of enrollments failed to meet expectations. 
The percentages of the four years are - .53, .24, .18 and .17, succes-
siveJy. 
TABLE VIII 
PROJECTED AND OBTAINED (ACTUAL) NUMBER OF ENROLLEES IN 
INDUSTRIAL EDUCATION DURING 1975/76 - 1978/79 
1975-76 1976-77 1977-78 1978-79 
-- ·- -· - .• -------·- ---··- ------·--·- ·-·····------··-----·---------'--------
Projected No. 1,640 2,040 2,150 2,920 
Enrol.led No. 867 483 382 
Percentnge of 
Attainment ')] 24 18 
Source of Basic Data: Ministry of Planning and General Department 
of Technical Education 
486 
17 
59 
M()r('UV('r. 011 I Iii· pro.}l•ctt•d pL111, tlwre were three clv:Ll. engineer-
i11g i11slll11Ll's, om· hotel school, and one technical petro-chemical 
institute to be established during the plan period, but none of these 
materialized. 
ff this situation of industrial education persists, hopefully not, 
this type of technical education in the Kingdom will be at the point of 
death by the end of the plan period in 1979-80, unless some strong 
action is taken to gear industrial education in the right d"irection 
on the ln<lustrial.izat.ion caravan. 
Most of these problems can be.blamed on the weakness of the General 
Department of Technical Education because of its ineffective adminis-
trative system and the lack of control over the aevelopmental process. 
f1or example, according to the Ministry of Education, the plan estimated 
54.l students from the intermediate school graduation class to be 
enro.lled in general education. The percentage of intermediate graduates 
enrolled in general education has reached 76.6% this year, 1978-79. 91 
Another example is the monetary allowance of students during 
t Ire studylng period. Students in the Industrial Education course could 
have 675 SR per month while Aramco pays them 1,345 SR per month, and 
requires Less Ume. (3.35 Saudi Riyal= 1 U. S. Dollar.) 
Figure 3 Illustrates the trades existing in industrial education 
al the secondary leveL -Each one of the five departments, including 
their functions, are listed below. 
L. M..~_':'.J~anic.:_al pepartment 
a. General mechanics: includes work with workshop machine tools, 
such as lathes .• shap:\1,lg, milling, and grinding machines. 
~ 
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Figure 3. Trades Existing in the Secondary Industrial Institutes and Their Locations O" . 
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b. Fine mechanics: includes working on workshop machine tools 
witl1 high accuracy. 
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c. Metal working mechanics: (Steel contruction) includes sheet -
forming, forging, different methods of welding and riveting. 
2. Electrical _!)epartment 
a. IUectricaJ Installations: includes general. electrical 
fittings: installations and other industrial purposes. 
b. Electro mechanics: includes electro mechanic works, motor 
and transformer rewinding; cooling a.nd air conditioning 
maintenance. 
J. Automotive -~epartment 
a. Car mechanics: includes maintenance for1 automotives. 
b. Electro diesel: includes electrical and diesel pump works 
for vehicles. 
c. Diesel mechanics: maintenance training for stationary and 
movable diesel motors. 
I+. l~adl~ ~_nd 'f~~ Q~artment 
Teaching student themaintenance of Radio and TV sets. 
5. Architecture Department 
a. Architectural drawing division: training student on architec-,. 
tural and constructional drawing. 
b. Civil Engineering, supervisors: training student in control 
and supervision during the construction of buildings, roads 
and survey works. 
Table IX shows the industrial education curriculum content for the 
five departments. This table indicates that the most considerable 
TABLE IX 
CURRICTLl~ CONTENT A}.;'D WEEKLY TIME PERIODS OF I~"DUSTRIAL 
EDUCATION DISTRIBUTED BY GRADE LEVEL 
Department 
·~~~ection Mechanic Electricity I Automotives I Radio and TV Civil Engineering i General Mech. Electrical I Car - Mech. ~~ Fine Mech. I installation ! Eleo:tro -Metal Working Electro- I Diesel ~ (Steel Constr.) mechanic , Diesel Mech. "" Subjects 1 2 3 1 2 3 l 2 3 
! 
Workshop Technology I (machinery) '4 4 8 4 8 10 4 6 10 
Workshop Technology 
(material) 2 2 - 2 2 - 2 2 -
Technical Mathematics 4 4 6 4 4 6 4 4 6 
Technical Drawing 6 8 8 6 4 6 6 6 6 
Industrial Economy - - 4 - - 4 - - 4 
General Mathematics 6 6 6 6 6 6 6 6 6 
Physici> 2 2 - 2 2 - 2 2 -
Chemistry 2 2 - 2 2 - 2 2 -
-
Arabic & Religion 4 2 - 4 2 - 4 2 ·-
English Language 8 8 8 8 8 8 8 8 8 
Physicai Training 2 2· - 2 2 - 2 2 -
--------------------- --------------- ----------------- -----------------
Total ~o 40 40 40 40 40 40 
Source: General Department of Technkal Education 
* Grade 1 Equivalent to 10th Grade in U. S. Educational System 
Grade 2 Equivalent to 11th Grade in U. s. Educational System 
Grade 3 Equivalent to 12th Grade in U. S. Educational System 
40 40 
I 
Radio Technical I Architect 
and Supervisors Draftsman 
TV 
I 
1 2 3 1 2 3 1 
' 
-
6 8 12 4 4 8 4 4 8 
2 2 - 2 2 - 2 2 -
4 4 
" 
4 4 6 4 4 6 
4 4 4 6 8 8 16 18 18 
- -
4 - - 4 - - 4 
6 6 6 6 6 6 6 6 6 
2 2 - 2 2 - 2 2 -
2 2 - 2 2 - 2 2 -
4 2 - 4 2 - 4 2 -
8 8 8 8 8 8 8 8 8 
2 2 - 2 2 - 2 2 -
----------------- ----------------- -------------
---
40 40 40 40 40 40 so so so 
~ 
O'\ 
N 
subj ec l among these· departments is English, which absorbs eight hours 
per week. 
Commercial Education 
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The first department concerned with commercial education under the 
Ministry of Education was established in 1959. Four intermediate schools 
were established: one in Riyadh, one in Dammam, one in Mecca and one 
in Jeddah; with a total of 214 students. By the late 1960's the Minis-
try of Educati.on decided to raise the level of commercial education to 
secondary level. In the year 1971-72 the first three commercial secon-
dary schools were opened in Jeddah, Riyadh a.nd Dammam, respect.ively. 
A total of 180 students enrolled. Commercial Edµcation made a great 
contribution to the first five-year plan (1970-75). 
The Second Five-Year Plan described the success of Commercial Edu-
. cation in the first plan as follows: "The commercial education program 
has. proved highly successful, with enrollment growing from 134 to 715 
students in 1974-75, well above plan estimates. 1192 
During the Second Five-Year Plan four more Secondary Commercial 
School.s were opened .in order to raise the number of students from 715 
.i.u l.97l1-75 to 3,30'3 1n 1979-80. Three night schools were added. 
The government has not yet set the pay scale for the graduates of 
the Higher Commercial Institution. 
Table X shows the number of enrollees which was projected, and 
the number actually obtained during the last four-year period of the 
plan, also the percentage of obtainment. 
Year 
~ ... , 
""' Level · 
. . ,. 
High 
Commercial 
Institute 
Secondary 
Commercial 
Schools 
TABLE X 
PROJECTED Af.11) OBTAINED (ACTUAL) NUMBER OF ENROLLEES IN COMMERCIAL EDUCATION 
DURING 1975/76 - 1978/79 
1975-76 1976-77 1977-78 1978-79 
Projected Obtained · Projected Obtained Projected Obtained Projected Obtained 
No. No. % No. No. % No. No. "! , . No. No. 
105 0 0 220 89 40 227 189 89 224 162 
960 1,004 105 1,195 1,083 91 1,243 1,313 106 1,431 1,648 
Source of Basic Data: General Department of Technical Education .• 
% 
72 
ll5 
~· 
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The larger enrollment at the secondary level can be attributed to 
I I . l I .l. . hi h d 1. h · d 93 t 1e t H"ee n1.g lt sc 100. s w c were opene ear ier t an proJecte • 
The p.lan indicated that the schools would be opened during the last 
. ye:w of the pl.itn, 1979-80. 
/t·he .curriculum content of general education in. Conunercial Education 
seems to be different from that in Industrial and Agricultural Education. 
Table Xl shows that the Arabic language consumes the third greatest 
portion of the Commercial Education curriculum. 
Agricultural Education 
According to Lhl~ General Department of Technical Education, the 
first agrit:ultura1 school in the Kingdom was established in 1955. It 
. . : 
was established hy the Ministry of Agriculture at the intermediate 
lcvL' 1 in Al-Karge City. However, this school has been cancelled as 
11f 1960, after shifting the responsibility of agricultural education 
from thl' Ministry ol Agriculture to the Ministry of Education. The 
r i rsl D1~pHrtmt'i1t ol Agr.ieultural Education was established in the Min-
istry ol Education in l959. In 1960 five intermediate schools were 
estab.Lislll'd as foll~)W8: one in Jaizan, one in Balgirashi, one in 
J\.L-Magcma'a, one in Buraydah and one in Al-Hoffuf. Each required a 
rour-yenr study. Four years later the Ministry of Education decided 
Lo r<1 Lsl' tile level of Agricultural Education to the secondary level 
and enrich the lonner.gtaduates with a refresher course of training, 
either in~ide 11r outside the country. The total intermediate gradu-
ates amountl'd to /487 ;is foll.ows: 94 
TABLE XI 
CURRICULUM CONTENT AND WEEKLY TIME PERIODS OF COMMERCIAL 
SECONDARY SCHOOL DISTRIBUTED BY GRADE LEVEL. 
G RAD E* 
Subj l't" Ls 1 2 3 
66 
Total 
- - . - - - - -··- -- -·- ··- - - - - - - - -·- - - - - - -- -- ---- ------ ---------------------
!\rabi.c. 6 4 4 14 
Religion 2 2 2 6 
EngU sh La11g11:1)',l' 6 6 6 18 
3 
Phys ica I 'I'r a.in i ng 1 1 1 3 
Bookkeep i.i.1g 4 4 4 12 
Business Training (Arabic) ·3 3 3 9 
Business · CQr respondclll'.L~ 3 3 6 
Fi11ancL1l MnLlwm:1Lles 4 4 4 12 
l'rincipJes of Economy 3 3 6 
'J'ypewrlt ing (Arabic & l•:ngLish) 6 6 6 18 
Tota.L 35 36 36 107 
" . 
··- - ·- - -- -- - ------·~··- '- "----- -- -··-·-·-:--·---·---·-· -··- - _________ ,, ____ . _________ _ 
Source: Cenernl Dt•pa rt:ment of Technical Education 
1< C: ra<le l Equtvalent to 10th Grade in u. s. Educational System 
Grade 2 Equivalent to 11th Grade in u. s. Educational System 
Grade 'j I~quivalent to 12th Grade in u. s. Educational System 
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I <Jld/6lt - 60 graduates 
I 96/i/h5 - 82 grachwtes 
1%5/h6 - 87 graduates 
1966/67 - 151 graduates 
1.967/68 - 71 graduates 
. 1968/69 - 36 graduates 
Tlii.rteen years al"ter the Ministry of Education decided·to raise the 
LL~vc·L or /\gr icul turn I Educat i.on to the secondary level, the first secon-
<lary Agricultural Inst i.tute was opened· in Buraydah. This institute was 
011cncd in 1977-78, although they had planned on opening it in 1976-77, 
95 
one ye;i r c;;i rt Le 1- aci..·o rd ing to tit<:~ second plan. The overall evaluation 
ol ;1gricultural Pd11cntill11 during the First Five-Year Plan has been 
surnrna r i ;~t·d by t hL~ Second I" i vt•-Y ('il r Plan as follows: "The Agricultural 
Teel mica I School at Burn yd ah is still under construction and no work has 
been done on .(Jtlw1- agr icuJ tural institutes that were scheduled in the 
1 ,;96 p an. . . 
l.\esl.des Buraydah Institute, the Sc·ct>t1d Plan developed four more 
inst i lutes wllich were _U> be opened in 1978-79. The number of students 
proje<' ti.•d. for tlw agdc.uJ tUral insti .. tutions during the first four 
y<·ars ol the second plan Js shown in Table XII. This table also pro-
vidc·s Lill' pc•rc(!ntagL;S or obt<ilnment. However, the fimr Agricultural 
:111d l11dusLrial Agricultural. Institutes will not be equipped and able 
to opcr:ile before tlit~ end or tlu? second Five-Year Plan period in the 
middle uf 1980. 
\/"' The agricultural education curriculum seems to be more general. 
;is is show11 ·in Tnhlv XI ll. There is no ertiphasis upon one particular 
'-.., 
Year 
TABLE XII 
PROJECTED AND OBTAINED (ACTUAL) NUMBERS OF ENROLLEES IN AGRICULTURAL 
EDUCATION DUR.ING 1975-76 TILL.1978-79 
1975-76 1976-77 1977-78 1978-79 
Projected Obtained Projected Obtained Projected Obtained Projected Obtained 
Institute No. No. % 
Buraydah 
Institute 
Hoffuf 
Institute 
Three 
Industrial 
Agricultural 
Institutes 
No. No. % 
175 0 0 
No. No. % 
142 134 94 
Source of Basic Data: General Department of Technical Education. 
No. No. % 
142 140 99 
135 0 0 
150 0 0 
Q\ 
co 
TABLE XIII •/ 
CURRICULUM CONTENT AND WEEKLY TIME PERIODS OF MODEL TECHNICAL 
AGRICULTURAL INSTITUTE OF BURAYDAH DISTRIBUTED 
BY GRADE LEVEL 
G R A D E* 
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Subjects ]. 2 3 Total 
·-·--·.____.........-·---·--·-·---··--· 
Arabic 
Religion 
English Language 
General Mathematics 
Applied Physics 
Applied Agricultural-Chemistry 
Physical Training 
Biology 
Plant Protection 
Agronomy 
llorticul tun~ 
So ll.H 
Plant Nutr1t1on 
Irrigation and Drainage 
Farm Machinery and Workshops 
Anatomy and Physiology 
Animal Health 
Poultry and Bookkeepi~g 
Agricultural Economics 
Farm Management and Bookkeeping 
Agriculture - Industries 
Agriculture - Marketing 
Agriculture - Exteni-;lon 
Animnl Production 
Tota I. 
2 
2 
2 
3 
2 
3 
1 
3 
3 
2 
2 
3 
2 
1 
1 
3 
35 
2 
2 
2 
1 
2 
2 
2 
2 
2 
2 
1 
1 
1 
2 
1 
2 
2 
2 
4 
35 
1 
2 
1 
2 
2 
3 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
35 
5 
4 
6 
3 
2 
3 
3 
3 
4 
7 
5 
4 
4 
6 
6 
2 
3 
4 
4 
3 
4 
4 
6 
10 
105 
--·- -------·--- -· - - - ··--·--·---- - -·---------·-----------------
Source: General l>cpartment of Technical !!:ducat.loo 
* Grade 1 Bquivalent to 10th C:rade in U. S. gducati.onal System 
c;rade 2 Equivalent to 11th Grade in U. S. Educational System 
Grade 3 Equivalent to 12th Grade in U. S. Educational System 
specialty. It is noteworthy though that animal production and 
agronomy have the greatest amount of curriculum content. 
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. I 
CHAPTER III 
FINDINGS AND DISCUSSION . 
Due t:o the present condition of technical education in Saudi ' ·'· 
Arabia as it. is described in Chapter II the investigator attempted 
to identify problems and barriers confronting technical education 
and technical manpower development in the Kingdom. He worked exten-
sively with people who were concerned with technical education and 
manpower development in the Kingdom. Many probl~ms have been identi-
fied by individuals. Some of the problems concerned students, some 
concerned administrators, others concerned programs, still others 
concerned society, and some concerned both the first and the second 
Five-Year Plans; however, thos problems have been classified into 
four parts to be answered by students (Form 1), graduates (Form 2), 
governmental departments (Form 3), and those people concerned with 
technical education·and manpower development (Form 4). A random 
sampling has been employed for Form No. 1, i.e., three students from 
each classroom in the three areas of Industrial, Commercial and 
Agricultural. For Form No. 2, four graduates from each department 
in the Ministry of Defense, exclusively. Form No. 3 concerned 19 
governmental departments from the Government Budget Book of 1978-79. 
However, for Form No. 4 there were 124 people selected from among 
77 
tlto8e who were parttc:ipat.lng in technical education and manpower 
development in the Kingdom. Those people include instructors, admin"'.'" 
i~trators and planners. 
The result of Form 1 is sununarized in Tables XIV, XV and XVI. 
The results of student and graduate questionnaires indicate that 
there is a lack of vocational guidance and information. There are 
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97% industrial and agricultural students, 100% of commercial students, 
and 90% from industrial and connnercial school graduates, about whom 
information was given by colleagues and friends. However, the responses 
to Question No. 3 indicate that 100% of the graduates, 72% of the com-
mercial students, 86% of the industrial students indicated that they 
have a choice as to their field of study and are1 permitted to exer-
cise their own desire. Slightly over half of the agricultural students, 
52%, indicated that they chose their institution because there was a 
lack of interest in University education. Moreover, there are only 
two colleges in Al-Gassim area where agricultural institutes are 
located. They are Islamic Law (Shariah) and Arabic Language Colleges. 
Most of the industrial and agricultural students have unsatis-
factory information about their future jobs. Exception is made only 
for the industrial students of which 65% indicate that they have 
satisfactory information concerning their salaries and wages; 92% of 
them indicate that they are well informed about working conditions 
on their jobs. Most of the graduates have good or satisfactory informa-
tion about their jobs, and yet 43% of them have not obtained satis-
factory information about their training and academic advancement 
·TABLE XIV 
QUESTIONNAIRE RESULTS. OF S.ECONDARY INDUSTRIAL EDUCATION STUDENTS 
PART ONE: Occupational Guidance 
Q. 1. How did you come to know about your area of study? 
(a) Guardian/Relative 
(b) Counselor 
(c) Colleague/Friend 
(d) Newspapers/Magazines 
(e) Publications/Wall-Posters 
(f) Curriculum Orientation 
Total 
Q, 2~ lf your answel!' to Question No. 1 is either (~), (.b), .oF 
{e), then state which. of the remaining, i.e. , (d), (e), 
or (f) had direct influence upon him. 
Total a 
No. of 
Responses 
0 
1 
143 
1 
0 
2 
-
147 
(d) 15 
(e) 4 
(f) 0 
19 
% 
0 
01 
97 
01 
0 
01 
100 
79 
21 
0 
100 
"-! 
\0 
TABLE XIV (_Continued) 
Q. 3. Wfiich of the following factors influenced your decision 
to select your speciality? 
(a) Personal desire 
(b) Guardian's desire 
(c) Non-availability of first choice 
(d) Lack of interest in university education 
(e) Nearness of the institution to your place 
Totalb 
of residence 
Q. 4. From your personal knowledge, how would you evaiuate the 
following aspects of your future employment? 
Good Satisfactor~ 
Number of Number of 
Responses % Res pons-es 
(a) Salaries & wages 3 02 95 
(b) Work conditions 135 92 12 
(c) Terms & working hours 2 01 25 
(d) Duties & responsi-
bilities 0 0 5 
(e) Efficiency and capabili-
ties required for work 0 0 1 
(f) Academic advance & 
training requirement 0 0 2 
(g) Allowances & scale of 
promotion 0 0 0 
% 
65 
08 
17 
03 
01 
01 
0 
No. of 
Responses % 
126 86 
0 0 
4 03. 
17 12 
0 0 
-
147 101 
Unsatisfactory 
Number of 
Responses % Total % 
49 33 147 100 
0 0 147 100 
120 82 147 . 100 
142 97 147 100 
146 99 147 100. 
145 99 147 100 
():I 
147 100 147 
0 100 
TABLE XIV (Continued) 
Q. 5. Which of the following would you prefer to work for: 
(a) Public Civil Service 
(b) .Military service 
(c) A private company 
(d) Any other reason 
PART TWO: Evaluation of Training 
Q. 1. How would you evaluate 
training in your insti-
tute? 
Q. 2. What is your evaluation 
of the equipment/training 
aids used in the institute? 
Q. 3. How would you evaluate your 
instructors' efficiency? 
No. of 
Responses % 
98 67 
1 01 
5 03 
43c 29 
-
Total 147 100 
Excellent Good Satisfactory Unsatisfactory 
Number of Number of Number of Number of 
Responses % Responses % Responses % Responses % Total % 
28 19 97 66 22 15 0 0 147 100 
96 •65 .. 41 28 10 07 0 0 147 100 
0 0 12 08 87 59 48 33 147 100 
00 
I-' 
TABLE XIV (Continued) 
Excellent 
Number of 
Responses % 
Q. 4. What is your evaluation of 
your instructors' knowl-
edge of their subjects? 15 10 
Q. 5. What is your evaluation 
of the instructors' en-
thusiasm and devotion 
to their jobs? 10 07 
aA total of 128 did not respond to this question. 
bOver 100% due to rounding off. 
c . 
43 students preferred to open workshop. 
Good Satisfactory Unsatisfactory 
Number of Number of Number of 
Responses % Responses % Responses % 
79 54 32 22 21 14 
16 11 69 47 52 35 
Total 
147 
147 
% 
100 
100 
00 
N 
TABLE XV 
QUESTIONNAIRE RESULTS OF SECONDARY COMMERCIAL EDUCATION STUDENTS 
PART ONE: Occupational Guidance 
Q. 1. How did you come to know about your area of study? 
(a) Guardian/Relative 
(b) Counselor 
(c) Colleague/Friend 
(d) Newspapers/Magazines 
(e) Publications/Wall-Posters 
(f) Curriculum Orientation 
Total 
Q. 2. If your answer to Question No. 1 is either (a), (b), or 
(c), then state (check) which of the remaining, 
i.e., (d), (e), or (f) had direct influence upon him. 
Total a 
(d) 
(e) 
(f) 
No. of 
Responses 
0 
0 
97 
0 
0 
0 
97 
23 
15 
0 
38 
% 
0 
0 
100 
0 
0 
0 
100 
61 
39 
0 
100 
00 
w 
TABLE 1.'V (Continued) 
Q. 3. Which of the following factors influenced your decision 
to select your specialty? 
Q. 4. 
(a) Personal desire 
(b) Guardian's desire 
(c) Non-availability of first choice 
(d) Lack of interest in university education 
(e) Nearness of the institution to ybur place of residence 
Total 
From your personal knowledge, how would you evaluate the 
following aspects of your future employment? 
Good Satisfactorx 
Number of Number of 
Responses % Responses 
(a) Salaries and wages 58 60 39 
(b) Work conditions 92 95 5 
(c) Terms & working hours 97 100 0 
(d) Duties & responsi-
bilities 60 62 27. 
(e) Efficiency and capabili-
ties required for work 11 11 44 
(f) Academic advance & 
training requirement 3 03 59 
(g) Allowances & scale of 
promotion 4 04 21 
No. of 
Responses % 
-
70 72 
0 0 
0 0 
27 28 
0 0 
-
97 100 
Unsatisfactory 
Number of 
% Responses % Total % 
40 0 0 97 100 
05 0 0 97 100 
0 0 0 97 100 
28 0 0 97 100 
45 42 43 97 99b 
61 35 36 97 100 
22 72 74 97 100 00 
""' 
TABLE XV (Continued) 
Q, 5. Which of the following would you prefer to work for? 
No. of 
Responses % 
(a) Public Civil Service 38 39 
(b) Military Service 0 0 
(c) A private company 59 61 
(d) Any other reason 0 0 
Total 97 100 
PART TWO: Evaluation of Training 
Excellent Good Satisfactory Unsatisfactory 
Number of Number of Number of Number of 
Responses % Responses % Responses % Responses % Total % 
Q. 1. How would you evaluate 
training in your insti-
tute? 65 67 32 33 0 0 0 0 97 100 
Q. 2. What is your evaluation 
of the equipment/train-
ing aids used in the 
institute? 0 0 73 75 18 19 6 06 97 100 
Q. 3. How would you evaluate 
your instructbrs' effi-
ciency? 50 52 38 39 9 09 0 0 97 100 
ClO 
VI 
TABLE XV (Continued) 
Excellent 
Number of 
Responses 
Q. 4. What is your evaluation of 
your instructors' knowl-
edge of their subjects? 55 
Q. 5. What is your evaluation 
of the instructors' en-
thusiasm and devotion 
to their jobs? 40 
aA total of 59 did not respond to the question. 
bUnder 100% due to rounding off. 
Good 
Number of 
% Responses % 
57 39 40 
41 49 51 
Satisfactory Unsatisfactory 
Number of Number of 
Responses % Responses % 
3 03 0 0 
8 08 0 0 
Total 
97 
97 
% 
100 
100 
00 
O'\ 
TABLE XVI 
QUESTIONNAIRE RESULTS OF SECONDARY AGRICULTURAL EDUCATION STUDENTS 
PART ONE: Occupational Guidance 
Q. 1. How did you come to know about your area of study? 
No. of 
Responses 
(a) Guardian/Relative 0 
(b) Counselor 0 
(c) Colleague/Friend 37 
(d) Newspapers/Magazines 1 
(e) Publications/Wall-Posters 0 
(f) Curriculum Orientation 0 
Total 38 
Q. 2. If your answer to question No. 1 is either (a), (b), o_r 
(c), then (check) which of the remaining, i.e. (d)' 
(e), or (f) had direct influence upon him. 
(d) 7 
(e) 10 
(f) 0 
Total a 17 
% 
0 
0 
97 
03 
Q 
0 
100 
41 
59 
0 
100 
co 
-..J 
TABLE XVI (Continued 
Q. 3. Which of the following factors influenced your decision 
to select your specialty? 
Q. 4. 
(a) Personal desire 
(b) Guardian's desire 
(c) Non-availability of first choice 
(d) Lack of interest in university education 
(e) Nearness of the institution to your place of residence 
Total 
From your personal knowledge, how would you evaluate the 
following aspects of your future employment? 
Good Satisfactory 
Number of Number of 
Res:eonses % Respons_es 
(a) salaries and wages 1 03 11 
(b) Work conditions 0 0 6 
(c) Terms & working hours 0 0 3 
(d) Duties & responsi-
bilities 0 0 7 
(~J : Efficiency & capabili-
ties required for work 0 0 1 
(f) Academic advance & 
training requirement 0 0 0 
(g) Allowances & scale of 
promotion 0 0 0 
No. of 
Responses % 
7 18 
1 03 
0 0 
20 53 
10 26 
-
38 100 
Unsatisfactory 
Number of 
% Responses % Total % 
29 26 68 38 100 
16 32 84 38 100 
08 35 92 38 100 
18 31 Bi 38 100 
03 37 97 38 100 
0 38 100 38 100 
0 38 ··100 38 100 
00 
00 
TABLE XVI (Continued) 
Q. 5. Which of the following would you prefer to work for? 
(a) Public Civil Service 
(b) Military Service 
(c) A private company 
(d) Any other reason 
Total 
PART TWO: Evaluation of Training 
Excellent Good 
Number of Number of· 
Satisfactory 
Number of 
No. of 
Responses 
35 
1 
Q_ 
2b 
-
38 
Unsatisfactory 
Number of 
Responses % Responses % Responses % R,esponses % 
Q. 1. How would you evaluate 
training in your insti-
tute? 
Q. 2. What is your evaluation 
of the equipment/train .... 
ing aids. used in the 
institute? 
q, 3, How would you evaluate 
your instructors' effi-
ciency? 
36 
38 
15 
95 2 
100 0 
39 20 
05 0 0 0 0 
0 0 0 0 0 
53 3 08 ;o 0 
% 
92 
03 
0 
05 
100 
Total 
38 
38 
38 
O:J 
1=-
100 
100 
100 00 
\0 
TABLE XVI (Continuedl 
Excellent 
Number of 
Responses 
Q. 4. What is your evaluation of 
your instructors' ~owl-
edge of their subjects? 13 
Q. 5. What is your evaluation 
of the instructors' en-
thusia,m and devotion 
to their jobs? 11 
aA total of 21 did not respond to the question. 
b'Iwa p"'t'eferred to work in their own firms. 
Good 
Numb.er of 
% Responses % 
34 22 58 
29 21 55 
Satisfactory UnsattsfactoJ?}:': 
Number of Number of 
Responses % Responses % 
3 08 Q 0 
6 16 0 0 
Total 
38 
38 
% 
100 
100 
\D 
0 
91 
required for their jobs. Conunercial students have the highest rank 
. . 
among the current students in technical education in terms of their 
knowledge about their future employment, except for the portion con-
cerned with future allowances and scale of promotions. 
Question No. 5 put to test the interests of students who are 
willing to work for the government. Of particular interest are those 
wanting Military Service as a career. Only two pref erred to be in 
the ·Military Service, one an industrial student and the other an. 
agricultural studcmt. They count .01% from. Industrial Students and 
.03% from Agricultural students. None _of the commercial students 
preferred to be in the Military Service. Sixty-one percent of the 
commei<;ial students preferred to woi;-k for the Pr~vate Sector while 
67% of the industrial students. and 92% of the agricultural student 
preferred to work for the Government Civil Service. However, Question 
No. 5 asked graduates how they obtained their job. Results showed 
that 83% received help from the Military Service, 12% from the Civil 
S~rvice Bureau and 05% were helped by a friend o.r. relative. Part 
Two of Form No. 1 and Form No. 2 was designed to evaluate the techni-
cal education program from students and graduates points of view. 
There i~ a high rate of .agreement among the responses for giving an 
exceptional rating for their institute equipment except the commercial 
student where 75% of them gave a good rating. This could indicate 
that new equipment has been provided for technical education. The 
most agreement among all responses was shown in the instructors' 
enthusiasm. All groups, commercial, agricultural and graduate students 
gave the same rating. For the graduates there were two questions 
92 
about tile relationship between their present jobs and their specialty. 
The result Indicates that only one or .02% are now wor~ing in their 
atea of specialization, 21% are working in related areas, and 76% a:te 
working in areas that have no relation to their area of specialization. 
However, all of them indicate that their personal desire was not t.o 
work in the field of their specialty (Table XVII). 
From the employers point of view, Table XVIII indicates that ..... 
the·government agencies gave the industrial and commercial programs 
and their graduates a good rating. The only exception among these 
responses·. is the evaluation of the graduates in terms of their interest 
in their work and their c<;>operation, which would be considered a 
per.sonal matter. Fifty-four percentwere ranked satisfactory in the 
I 
graduate cooperation in general, and 05% were ranked unsatisfactory 
in the same question. There are 54% who think that the specialties 
available in the field of industrial education are parallel to those 
of development requirements in the Kingdom, while 59% have the same 
view about;: the specialties available in the field of commercial 
education. Forty-six percent thought that the specialties available 
in the field of industrial education were not parallel to those of 
development requi.rements in the Kingdom. They indicate·that the most 
.important areas are petrochemlcal and industrial adtninistration which 
should take priority over all others. There are 41% who indicate that 
same outlook concerning commercial education. They indicate that 
office management, regulations, and administrative laws should take 
priority over other specialties. All government agencies included in 
TABLE XVII 
QUESTIONNAIRE RESULTS OF SECONDARY INDUSTRIAL AND COMMERCIAL GRADUATES FOLLOW-UP 
PART ONE: .Occupational Guidance & Information 
Q. 1. How did you come to know about your area of study? 
(a) Guardian/Relative 
(b) Counselor 
(c) Colleague/Friend 
(d) Newspaper/Magazine 
(e) Publications/Wall-Posters 
(f) Curriculum Orientation 
Total 
Q. 2. If your answer to question No. 1 is.either (a), 
(c), then state (check) which of the remaining, 
(d), (e), or (f) had direct influence upon him. 
Total a 
(b), or 
i~e., 
(d) 
(e) 
(f) 
No. of 
Responses % 
0 0 
0 0 
38 90 
4 10 
0 0 
0 0 
42 100 
2 40 
3 60 
0 0 
5 100 
~ 
TABLE XVII (~ontinued)_ 
Q. 3. Which of the following factors influenced your decision 
to select your specialty? 
Q. 4. 
(a) Personal desire 
(b) Guardian' s desire 
(c) Non-availability of first choice 
(d) Lack of interest in university education 
(e) Nearness of the institution to your place of residence 
Total 
From your personal knowledge, how would you evaluate the 
following aspects of your future employment? 
Good Satisfactory 
Number of Number of 
Responses % Response~ 
(a) Salaries and Wages 40 95 2 
(b) Work conditions 42 100 0 
(c) Terms & working hours 42 100 0 
(d) Duties & responsi-
bilities 20 48 16 
(e) Efficiency & capabili-
ties required for work 18 43 17 
(f) Advance academic & 
training requirements 5 12 19 (g) · Allowances & scale of 
promotion 42 100 0 
% 
05 
0 
0 
38 
40 
45 
0 
No. of 
Responses % 
42 100 
0 0 
0 0 
0 0 
0 0 
42 100 
Unsatisfactoq: 
Number of 
Responses % Total % 
0 0 42 100 
0 0 42 100 
0 0 42 100 
6 14 42 100 
7 17 42 100 
18 43 42 100 
0 0 42 l.00 l..O 
~ 
TABLE XVII (Continued) 
Q. 5. Through which of the following did you get your present work? 
(a) Civil Service Bureau 
(b) Labor Office 
(c) Military Service 
(d) A private company 
(e) A friend/relative 
Total 
Q. 6. Check any of the following which is most appropriate 
to your evaluation. 
(a) My present work falls within the field of 
my specialty. 
(b) My present work is closely related to my 
field of specialization. 
(c) My present work has no relation to my 
field of specialization. 
Totalb 
Q. 7. If your answer to .Question No. 6 is (c), would you please 
check the most appropriate reasons from among the following. 
(a) Personal desire not to work in the field of 
my specialty. 
(b) Personal desire of the employer not to allow 
me to work in the field of my specialty 
No. of 
Responses % 
5 12 
0 0 
35 83 
0 0 
2 05 
42 100 
1 02 
9. 21 
32 76 
42 99. 
32 100 
\0 
0 0 V1 
TABLE XVII (Continued) 
Q. 7 (Con' t. ) 
(c) Change of employer resulting in change 
of trade. 
(d) Any other reason, 
Total 
PART TWO: Evaluation of Training 
Excellent Good 
Number of Number of 
Responses % Responses % 
Q. 1. How would you evaluate 
training in your former 
institute? 0 0 36 86 
Q. 2. What is your evaluation 
of the equipment/train-
ing aids used in the 
institute? 21 50 15 36 
Q~ 3~ How W-Ould you evaluate 
you:!" former instructors' 
dficiency? 0 0 38 90 
No. of 
Responses 
0 
0 
-
32 
Satisfactory Unsatisfactory 
Number of Number of 
Responses % Responses % 
6 14 0 0 
6 14 0 0 
4 10 0 0 
% 
0 
0 
100 
Total 
42 
42 
42 
% 
100 
100 
100 
"° Q'\ 
TABLE XVII (Continued) 
Excellent Good 
Number of Number of 
Responses c' Responses I~ 
Q. 4. What is your evaluation 
of your instructors' 
knowledge of their subjects? 1 02 39 
Q. 5. What is your evaluation 
of your instructors' en-
thusiasm and devotion to 
their jobs? 0 0 35 
aA total of 37 did not respond to their questionnaire. 
bUnachievement of 100% due to rounding off. 
% 
93 
83 
Satisfactory Unsatisfactory 
Number of Number of 
Responses % Responses % 
2 05 0 0 
7 17 0 0 
Total 
42 
42 
fo 
100 
100 
'° -...) 
TABLE l..v I II 
QuESIIONNAIRE RESULTS OF GOVERNHENT AGENCIES 
PART ONE: ·.!;:valuation of employees working in/with their own specialty: 
Good Satisfactorz: Unsatisfactory 
Number of Number of Number of 
Responses % Responses % Responses % Total ;; 
Q. 1. How would you evaluate the efficiency 
of the graduate in respect of quality 
of achievement? 33 89 4 11 0 0 37 100 
Q. 2. How would you evaluate the efficiency 
of the graduate in respect of quantity 
of achievement? 34 92 3 08 0 Q 37 100 
Q. 3. How would you evaluate the devotion 
and interest of the graduate in his work? 24 65 13 35 0 0 37 100 
Q. 4. How would you evaluate the devotion 
and interest of the graduate to increase 
his knowledge of the specialty? 29 78 8 22 0 0 37 100 
Q. 5. How would you evaluate the level of 
cooperation of the graduate with his 
colleagues (others)? 26 70 10 27 1 03 37 100 
Q. 6. How would you evaluate tqe level of co-
operation of the graduate in general? 15 41 20 54 2 05 37 100 
\.0 
00 
TABLE \.\-III (Continued) 
PART TWO: Evaluation of programs and training: 
Q. 1. How would you evaluate the level 
of programs of Industrial train-
ing in the Kingdom? 
Q. 2. How would you evaluate the level 
of programs of Commercial 
training in the Kingdom? 
Education 
Q. 3. Do you think that the specialties 
available in the field of industrial 
education are parallel to those of 
development requirements in the 
Kingdom? 
Q, 4, H you]!' an$wer to Question No. 3 is 
(No) what are the specialties which 
should take priority on all others? 
Good 
Number of 
Responses 
37 
37 
Yes 
Number of 
Responses 
20 
% 
100 
100 
% 
54 
Satisfactory 
Number of 
Responses 
0 
0 
% 
No 
0 
0 
Number of 
Responses 
17 
1Jnsatisfactory 
Number of 
Responses % 
0 0 
0 0 
Total ;; 
37 100 
37 100 
% Total % 
46 37. 100 
Petro-Chemical & Industrial Administration indicated the 
most to be taken priority. 
"° 
"° 
TABLE !.'VIII (Continued) 
Q. 5. Do you think that the specialties 
available in the field of Connnercial 
education are planned with the re-
quirement of development.in the Kingdom? 
Q. 6. If your answer to Question No. 5 is 
(No), what are the specialties that 
should take priority? 
Q. 7 Do you have any (OJT) programs for 
graduates of Industrial education 
institutions? 
Q. 8. Do you have any OJT programs for 
graduates of Commercial education 
institutions? 
Q, 9. Are you satisfied with level of 
efficiency of the graduates of Indus-
trial Education Institutions. 
Q. 10. Are you satisfied with level of effi-
ciency of the graduates of Commer-
cial Education Institutions? 
Yes 
Number of 
Responses 
22 
':'/ 
;, 
59 
No 
Number of 
Resources 
15 
% Total 
41 37 
Office Management, Regulations and Laws indicated 
the most to be taken priority. 
0 0 37 100 37 
0 ·o 37 100 37 
37 100 0 0 37 
37 100 0 0 37 
% 
100 
100 
100 
100 
100 
t-' 
0 
0 
101 
th i.s quL~st ionna ire indicated that they have no single on-the-job train-
ing program [or the industrial and connnercial education graduates, 
and all of them are satisfied with the level of efficiency shown by 
the graduates of these two technical education areas. 
Table.XIX provides the summary of 124 responses to problems facing 
teclnHcal manpower <leve1opment and technical education programs in the 
Kingdom. All responses indicate that the shortage of Saudi technical 
manpower and under-utilization of the available Saudi and non-Saudi 
manpower are very e[fectl.ve problems. However, none of the responses 
co.nsidered a shortage of non-Saudi manpower as very effective. There 
were 56% who :indicated th.:1t a shortage of non-Saudi manpower is not 
effective. Seventy percent of the responses considered that there was 
no connection between the ;icadcmic programs and requirements of develop-
ment in respect to Lhe required number of trainees and that was very 
t>lr(~1·tiVL'. Twl•nty-Cour percent did consider that as effective, and 
06% consJdere<l it as not effective. In their evaluation of the type 
of programs, 69% considered that an effective relationship exists; 
23% 1·onsidereJ it ns very effective, and 08% considered it as totally· 
iner ret:tive. In respective to the level of education, 64% of the 
responses considered it effective, 12% considered it very effective, 
and 24% considered it as not e[fective. Most of the responses, 85%, 
considered that non-coordination between academic and other training 
programs in the technlcal area was very effective. Fifteen percent 
cons LJ!'red it er fee LiVL'. Sixty-eight percent indicated that adminis-
trative jobs are occupied by great numbers of technical specialists, 
and that they are effective; while 32% considered them very effective. 
TABLE XL'\ 
QUESTIONNAIRE RESULTS OF PERSONNEL CONCERNED WITH TECfu~ICAL MANPOWER A.\1) 
TECHNICAL EDUCATION 
PART ONE: Problems facing the growth and development of manpower in the Kingdom. 
Very Effective Effective 
Number of Number of 
Not :Effect.ive 
Number of 
Q. 1. What are the effects of the following 
factors which form obstacles on the way 
of the development for technical man-
power in the Kingdom? 
(a) Shortage of Saudi technical 
manpower. 
(b) Shortage of non-Saudi technical 
manpower. 
(c) Underutilizing the available 
manpower Saudi and non-Saudi. 
(d) No connection between the aca-
demic programs and the require-
ments of the development iri 
respect of types of programs •. 
(e) . No connection between.the aca--
demic programs and the require-
ments of the developments in 
respect of levels of education 
or training. 
Responses % 
124 100 
0 0 
124 100 
29 23 
15 12 
Responses a; ,0 Responses % 
0 0 0 0 
55 44 69. 56 
0 0 0 0 
85 69 10 08 
79 64 30 24 
Total % 
124 . 100 
124 100 
124 100 
124 100 
124 100 
f-' 
0 
N 
TABLE XIX (Continued) 
Very Effective Effective Not Effective 
Number of Number of Number of 
ResEonses % ResEonses % ResEonses % Total % 
Q. 1. (Con't.) 
(f) No connection between the aca-
demic programs and the require-
ment of development in respect of 
the required numbers of trainees. 87 70 30 24 7 06 124 100 
(g) No coordination between academic 
and training programs in technical 
areas. 105 85 18 15 0 0 124 100 
(h) Administrative jobs are occupied 
by great number of technical 
specialists. 40 32 84 68 0 0 124 100 
(i) Lack of financial and adminis-
trative experience in the fields 
of technical training and educa-
tion. 65 52_ 59 48 0 0 124 100 
Q. 2. Supposing that the growth and develop-
ment of technical manpower in the King-
dom in respect of: 
(a) Non-availability of the desired 
or required numbers. 
(b) Achievement of efficience level 
by the required numbers. 
I-' 
8 
TABLE XL"\ (Continued) 
Q. 2. (Con rt.) 
(c) The percentage of non~utility 
of technicians is 100% - what 
percentage would you give to 
each of the following: 
i) Non-availability of the 
required numbers of tech-
nical training staff. +33.33 
ii) Non-availability of the 
quantities and capabili-
ties requried. +33.33 
iii) Non-utility of the num-
bers and capabilities 
required. +33.33 
PART TWO: From your point of view what are the 
effects of the following factors 
which form obstacles on the way of 
technical education in the Kingdom? 
Very Effective Effective 
q. 1. Students' P'Jl'oblems; 
(a) Non-availability of the required 
number of students in technical 
education 
(b) Student not choosing the right 
trade suitable to him. 
Number of Number of 
Responses 
98 
69 
% 
79 
56 
Responses 
20 
47 
% 
16 
38 
Number of 
Responses 
41 
28 
55 
Not Effective 
Number of 
Responses % 
6 
8 
05 
06 
% 
33 
23 
44 
Total ·% 
124 100 
124 100 I-' 
0 
.i::--
TABLE XIX (Continued) 
Very Effective Effective 
Number of Number of 
Responses % Responses 
Q. 1. (Con't.) 
(c) .Students desire to obtain 
higher levels of education. 29 23 68 
(d) Non-availability of vocational 
guidance of students. 105 85 19 
Q. 2. Social Problems: 
(a) Non-appreciable of society of 
the vocational and technical jobs. 10 08 59 
(b) Greater or heavy demand on the 
unskilled labor. 68 . 55 56 
Q. 3. Administrative & Financial Problems: 
(a) Lack of administrative experience 89 72 30 
(b) Non-availability of funds required 24 19 40 
(c) Shortcomings of administrative 
regulations and routinism. 106 85 18 
(d) Shortcomings of financial regula-
tions and routinism. 115 93 9 
(e) Non-availability of publicity 
about institutions 93 75 13 
Not Effective 
Number of 
% Responses % 
55 27 22 
15 0 0 
48 55 44 
45 0 0 
24 5 04 
32 60 48 
15 0 0 
07 0 0 
10 18 15 
Total 
124 
124 
124 
124 
124 
124 
124 
124 
124 . 
:.; 
100 
100 
100 
100 
100 
99a 
100 
100 
100 
..... 
0 
V1 
TABLE XIX (Continued) 
Very Effective Effective 
Number of Number of 
Responses % Responses 
Q. -r • Training Problems: 
(a) Non-availability of instructors 
required. 1 01 37 
(b) Shortcomings and inefficiency of 
syllabii. 5 04 15 
(c) System of evaluation of educa-
ti6nal training do not help to 
achieve good quality and 
efficiency. 38 31 66 
aUnder 100% due to rounding ofL 
Not Effective 
Number of 
% Responses % 
30 86 69 
12 104 84 
53 20 16 
Total 
124 
124 
124 
x 
100 
100 
100 
....... 
0 
0\ 
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Lack or experience, (inancially and administratively in the field of 
technical education has been indicated as very effective by 52% while 
48% considered it not effective. 
Question No. 2 of Part No. 1 prepared to give a wise and compar-
able thought ahout·the problem facing the growth and development of 
manpower in the Kingdom in terms of its quantity, quality and utiliza-. 
tion. This question is for the purpose of comparing a, b, and c, in 
Question No. 1 to each other. Forty-four percent of .the responses 
give more than 33. 33% to the non-utilization of numbers, thirty-three 
percent give more than 33.33% to the non-unavailability of numbers, 
and twenty-three percent give more than 33.33% to the non-availability 
of qualified and capable numbers. 
Part Two of Form No. 4 aims to rate the effectiveness of some 
students, social, administrative, financial and training problems 
which are facing technical education in the Kingdom today. Table XIX 
shows that the administrative problems rank the most very effective 
problems facing technical education. Seventy-two percent rate lack 
or administrative experience as very effective. Eighty-five percent 
rate the shortcomings of administrative regulations and routinism 
as very effective. Ninty-three percent rank the shortcomings of 
financial regulations and routinism as very effective. Seventy-five 
pel'."cent rank the lack of publicity about technical institutions as 
very erLective. However, most of the responses, 48%, indicated that 
non-:availability of funds required has no.effect, while 32% considered 
it as effective and 19% considered it as very effective. 
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St:udenti; prohl1'111H an• Hhnw.l.np, t\H 11 Ht'~con<l major problem. Seventy-
n I tH.· perecnt cons ldered non-availability of students as very effective, 
while 16% considered it effective and 05% considered it not effective. 
Non-availability of vocational guidance for students ranked highest 
as very effective and 85% also responded in this way, while 15% con-
sidered it as an effective instrument. In regard to students choosing 
an occupation, 56% feel that a student has not chosen the right trade· 
suitable for him is very effective, while 38% consider it as effective 
and only 06% consider it as not effective. For students desiring to 
obtain higher education, lt was considered to be effective by 55%, 
very effective by 23% and non-effective by 22%. 
Social problems rank third. Ttiere are 48% ,who consider society's 
lack of appreciation for vocational and technical jobs is effective, 
while 44% consider it as not effective, and only 08% consider it as 
very effective. Fifty-five percent of the responses indicated that 
the greater demand for unskilled labor is a very effective instrument, 
while 45% considered it as effective. 
Training problems have the least effect on the four major areas. 
Sixty-nine percent indicate that non-availability of instructor is 
not effective, while 30% considered it as effective, and 01% cori-
sidered it as very effective. For the shortcomings of syllabii, 84% 
considered it as not effective whiles 12% considered it as effective, 
and 04% considered it. as a very effective problem. Most of the. 
responses considered the student evaluation system as effective in 
terms of not helping to achieve good quality and efficiency, 31% con-
sidered it as a very effective method and 16% as not effective. 
Those r.esults bring a semt-total agreement in some issues con-
cerning technical manpower development and technical education pro-
grcttns in the Kingdom. Also, those results indicate disagreement 
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on some other issues. However, from these results and previous illus-
trations and discussions of technical manpower, technical education 
and the plans of the Kingdom, it could be concluded that the major 
problems facing technical manpower programs and needs in the Kingdom 
of Saudi Arabia are as follows: 
1. The responsibility of technical manpower development is 
widespread among a variety of governmental ministries, 
departments and agencies with no overall control. 
2. There is no cooperation or·coordinationa among responsi-
ble institutions in the field of technical manpower. 
3. There is no existing systematic way to determine manpower 
needs. 
4. While government plans considered the 1970's as an indus-
trialization era, none of the existing technical programs · 
have been remodeled to match the new trend. 
5. None of.the technical education programs have reached the 
planning goals .in the Second Five-Year Plan in terms of 
supplying the needed manpower. commercial education, 
however, has exceeded its goal in the First Five-Year 
Plan while industrial and agricultural education did not 
attain theirs. 
6. Many administrative, social, training and students' 
problems are confronting technical education programs to 
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shoulder their responsibilities for the industrial, connner-
cial, and agricultural needs of the Kingdom. 
CHAPTER IV 
SUMMARY, CONCLUSION, AND RECOMMENDATIONS 
Summary 
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those who are concerned with technical education and manpower develop-
ment in those ministries, as well as those in the Ministry of Agricul-
ture and Water, the Civil Service Bureau, Saudi National Center for 
Science and Technology, the Central Studies and Development Center, 
the Saudi Basic Industrial Corporation, and the Institute of Public 
Administration, Saudi Arabia. Among the independent agencies and per-
sonnel are international agencies, and American agencies and personnel. 
A historical descriptive method has been utilized to review avail-
able literature concerned with human resource development in general 
and technical manpower programs and needs in the Kingdom of Saudi Arabia 
in particular. An interview/questionnaire analysis has also been 
employed to determine the past, present, and future of technical educa-
tion and technical manpower development. 
Conclusion 
The result of this study indicated that there are social, adminis-
trative, training and student problems; these are all confronting tech-
nical education and technical manpower development in the Kingdom. 
In addition, there is at present no systematic procedure being utilized 
in the Kingdom for determining the technical manpower needs and there 
is a lack of cooperation· and coordination among all institutions and 
agencies concerned with the Kingdom's technical manpower programs and 
needs. There has always been, according to the review of literature, 
a shortage of technical workers who are skilled in the trades. All 
of this information leads us to conclude that there is a great neces-
sity for systematic manpower forecasting, as well as much need for 
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reforming and reorganizing the existing technical education and human 
resource programs. The Kingdom's national planning and strategies 
shotild also be t"e-examined in terms of comprehensive development. 
Reconnnendations 
Technical manpower problems cannot be treated without considering 
the Kingdom's national plan. For the next government plans in the 
1980's ·the writer, based upon information found in the review of litera-
tun~, personal interviews, and information through questionnaires, 
recommends the fol.lowing act.ion be taken: 
For National Government Plans: 
l. All educational programs and agencies should be reformed. 
The Ministry of Higher Education, the Ministry of Education, 
the CL·neraL Presidency of Girl Education, as well as other 
governing agencies·and departments which sponsor educational 
programs, should be under the control of one single govern-
ment agency in order to avoid conflict, overlapping, and 
unpredicted rivalry. Another action which should be taken 
is the remolding of all kinds of programs and levels of 
education inside the Kingdom to meet the Kingdom's present 
needs of economic development - even considering outside of 
the country education programs to which some Saudis may 
transfer for further study - and forming one strong central 
unit to pul.l all human resources together. 
2. Re-examine the government job descriptions and requirements, 
both in the Civil Service and Military Service, in light of 
, the scarcity of' national manpower and benefits of technolo-
gical advancement. 
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3. Development plans should be structured in both public and 
private sectors in terms of promotion of the national poten-
tial i.n order to reach economic, social and individual 
development in relation to the Kingdom's population, capability 
and capacity considering proper time for all physical, economic, 
mental and social adjustments. 
4. Administrative personnel and the updating of administrative 
regulations and laws should be given full attention in.order 
to fulfill the comprehensive development of a productive 
society. 
For JL~~nic:_<_t_! ~anpower_P_rograms and Needs: 
The writer, also based upon information obtained through a review 
or literature, personal interview, and information obtained through 
questionnaires, recommends that: 
1. In accordance with reconnnendation number one, for National 
Government Plan, a new government agency for Technical Training 
should be established. This agency shouldhave the responsi-
bility of operating and observing all technical manpower 
programs all over the Kingdom. For the foreseeable future 
this agency should contain the following branches and 
activities: 
a. Industrial and Vocational Training Department: This 
Department shall include the present Industrial Educa-
tion which is under The Ministry of Education, and the 
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Vocational Training Centers which are under The Ministry 
of Labor and Social Affairs. This Department should 
functionurider an Industrial-Vocational Training Board. 
This board should be made up of members from both the 
government and private agencies, members from the Ministry 
of Industry and Electricity·, from the Ministry of Labor 
and Social Affairs, Petromin, SABIC, Industrial Studies" 
and Development Center, the Al-Jobail and Yanbu Projects 
Royal Conunittee and the Civil Service Bureau. 
b. The Agricultural Training Department: This Department shall 
Jnclude the existing Agricultural Education which is under 
the Ministry of Equcatfon and Training Centers, which 
in turn are.· under the Ministry of Agriculture and Water. 
This Department should function under the Agricultural 
Training Board. This board should be made up of members 
[rom both governmental and private agencies, including 
members of. the Ministry of Agriculture and Water, The 
College of Agriculture at Alhassa, the College of Agri-
culture at Riyadh, the Civil Service Bureau and the 
Agricultural Bank. 
c:. Occupational Information System: A technical occupation 
and training information system should ·be established 
to provide technical manpower planners with a full scope 
of information concerning both the supply and demand 
areas. This system should contain accurate and up-to-date 
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i_nf.ormation realtive to occupational requirements, man-
p<>wer needs, graduates, enrollments, occupational train-
ing capacity and location, technical employees and their 
nationality, and net demand. 
d. Vocational Guidance Department: Based upon the technical 
occupation and training information system, vocational 
guidance centers should be established to provide students 
and the technical job seeker with vital information 
about technical trades, requirements and trends, as well 
as technical program available. All concerned agencies 
should be considered in order that vocational information 
would reach people all .over the Kingdom, regardless 
of their place of residence. Vocational Guidance Programs 
should lead each student and job seeker to choose the 
right direction for his occupation and future life, 
giving full consideration to his desires, ability, and 
capability. 
e. Follow-up Department: A follow-up program should be imple-
mented in order to keep abreast with the technicai man-
power program. This department would keep in contact 
with their graduates, having complete records of technical 
job placements .. This program should lead to a Technical 
Programs l)epartment which would provide graduates with · 
specific or advanced skills needed in accordance with 
their jobs. Also, this program should lead concerned 
departments to adjust their curriculum and to emphasize 
the most needed sk.Uls. 
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r. Ev:1l.11al1011 Jfof):trtlnPnt: /\11 l'Vnlw1tion department for 
'l'rn.'.hn I crt .I Tr a .In lng l'rugr11mH HhouJd be established. The 
task of this department is to evaluate all technical 
training p:rograms, ·students, and involved personnel. 
2. Conunercial Education - Commercial Education should be inte-
grated into the Institute of Public Administration. All 
activi tj.es concerning commercial education, its curriculum:, 
and various other aspects, should be adjusted and combined 
. . . . . . . -
with thelnstitui:e of Public Administration role and function. 
3. Allother governmental Technical Training programs should be 
under the supervision of the New Technical Training.Department 
and subject to its decisions. All of these programs should 
be under close study as to their relationship and integration. 
4. A temporary committee should be set up to open the door for 
the former and future graduates of the technical secondary 
level so that they will be encouraged to continue their 
college education, if they wish, in a related area. This 
conunittee should include members from the Technical Training 
Agency, Colleges of Agriculture, Engineering, Science, Business 
and Administration. 
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Kingdom of Saudi Arabia 
Ministry of Defense & Aviation 
Royal Saudi Air Force 
King Faisal Air Academy 
Com. Off ice 
In his Doctoral Dissertation, Captain Abdullah Saleh Al-Obaid 
attempts to research in the field of human resources development 
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in the Kingdom of Saudi Arabia. He is in need of all related infor-
mation with reference to planning, reports, studies and statistics 
related to that area. He is looking forward to your help and coopera-
tion by providing him with this needed information for his research. 
It is his hope that this data will contribute something of value toward 
tl1e improvement of human resources development for the Kingdom both now 
and in the future, particularly in the field of technical manpower. 
Thank you for your cooperation and with my very best wishes, I 
am 
Date: February 27, 1979 
Sincerely yours, 
Muhammed Sabri 
Major-General 
Commandant 
King Faisal Air Academy 
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FORM NO. 1 
A QUESTIONNAIRE ON THE PRESENT AND FUTURE 
SITUATION REGARDING THE DEVELOPMENT OF 
MANPOWER IN THE KINGDOM OF SAUDI ARABIA 
Dear Student, 
This questionnaire, which is a part of the research I am now under-
taking on the students in all fields of technical education. The questionnaire 
is divided into two parts. The first deals with the means that influenced 
the decision of students to choose their subject or trade and their know-
ledge of their future prospects; the second deals with the evaluation of 
training in the institution from the students' point of view, 
I request you to participate whole-heartedly in this questionnaire. I 
assure you that your honest and specific answers will have a great bearing 
on the effectiveness of this research which I hope will in-turn be beneficial 
to our country and contribute to its development, 
I also guarantee that your answers will be kept confidential and 
that they will not be used for any purpose other than the research I 
have undertaken. You have full liberty to mention or delete your name on 
the form. 
Thanking you for your kind co-operation. 
Sincerely yours, 
Date: - l.5.1399A.H.(29.3.1979A.D.) 
(ABDULLAH S. AL-OBAID) 
King Faisal Air Academy, 
P.O. Box 2973, Riyadh 
NOI'ES 
1. Please do not hesitate to contact me if you are 
interested in having a copy of the result of this 
study. 
2. Please use ( v'> sign to answer the questions 
or write full answer as you feel necessary. 
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QUESTIONNAIRE 
FOR 
TECHNICAL EDUCATION STUDENTS 
INDUSTRIAL/COMMERCIAL AND AGRICULTURE 
Name: (Optional) 
Area of Study: Commercial: __ Industrial: ____ Agricultural: ____ _ 
Speciality=~---------~--------------------------(Be specific please) 
Year of Graduation 
--:-(~Be_s_p_e_c_i~f~i-c_p_l_e_a-se-:-)-----------------------
PART ONE: 
l. How did you come to know about your Area of Study: 
Please check which of the following is.most 
appropriate: 
(a) Guardian/Relative 
(b) Counselor 
(c) Colleague/Friend 
(d) Newspape.rs/Magazines 
(e) Publications/Wall-posters 
(f) Curriculum Orientation 
2. If your answer to Question No. 1 is either 
(a), (b), or (c), then state (check) which 
of the remaining, i.e., (d), (e), or ( f) 
had direct influence upon it. 
(d) (e) __ _ (f) __ 
3. Which of the following factors influenced your decision to 
select your specialty? 
(a) Personal desire 
(b) Guardian's desire 
(c) Non-availability of first choice 
(d) Lack of interest in University 
Education 
(e) Nearness o'f the Institution to 
your place of residence 
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1. 
2. 
3. 
4. 
s. 
4. From your personal knowledge, how would you evaluate the following 
aspects of your future employment? 
(a) Salaries & wages 
(b) Work & conditions 
(c) Terms & working hours 
(d) Duties & responsibilities 
(e) Efficiency and capa.bili-
ties required for work. 
(f) Academic advance & train-
ing requirement. 
(g) Allowances & scale 
of promotions. 
5. Which of the following would 
pref er to work for? 
(a) Public Civil Service 
(b) Military Service 
(c) A Private Company 
(d) Any other reason? 
PART TWO: 
Good Satisfactory Unsatisfactory 
!:.VALUATION OF TRAINING 
How would you evaluate train-: 
ing in your institute? 
What is your evaluation of the 
of the equipment/training aids 
used in the instltute? 
How would you evaluate your in-
structors' efficiency? 
What is your evaluation of 
your instructors' knowledge 
ln their subjects? 
What is your evaluation of 
the instructors' enthusiasm 
and devotion to their jobs? 
Unsatis-
Sat isfactory factory 
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Dear 
A QUESTIONNAIRE ON THE PRESENT AND FUTURE . 
SITUATION REGARDING THE DEVELOPMENT OF. 
MANPOWER IN THE KINGDOM OF SAUDI ARABIA 
FOllK NO. 2 
This questionnaire; which is a part of the research I am now · 
undertaking on the prograD111es, plans and requirmnents of technical 
manpower in the Kingdom, aims at throwing light upon· the graduates 
of the Saudi technical institutions and discovering the present situation 
and achievements of technical education from your point of ,view, in the 
light of your own e.x'perience. The questionnaire is divided into two 
parts:_ The first deals with vocational .guidance and job situation; 
the other deals with evaluation of training. 
I request you to participate wholeheartedly in this questionnaire. 
I assure you that your honest and specific asnwers will have a great 
bearing on the effectiveness of this research· which I hope will in 
turn be beneficial to our country and contribute to its development. 
I also guarantee that your answers will be kept confidential 
and that they will not be used for any purpose other than the research I 
have undertaken. You have full liberty to mention. or delete your name 
on the form. 
Thanking you for your kind cooperation. 
Date: l.5.1399H (29.3.1979AD) 
~: 
Sincerely yours, 
(ABDULLAH S. AL-OBAID) 
King Faisal Air_ Academy, 
P.O. Box 2973, Riyadh 
1. Please do not hesitate to contact me if you are interested 
in having a copy of the result of this Study. 
2. Please use . ( \I") sign to answer the questiooa or write full 
answers as you feel necessary. 
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INDUSTRIAL/COMMERC•IAL 
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Name: (Optional) 
---~~~~~~---~~~~~--.....-~~---~~~~~~---
Are a of Study: Commercial Industrial 
Specialty: 
---..,.~~--~~~~~~~~~~~---~~~~~---~~~~~~ (Be specific please) 
Year of Graduation:· 
~~~~~~~o.'-o~~~~~~---~~~~~~~----( Be specific please) 
- - - - - - - - - - -.- - - --- - - - - - - - - - - - - - - - ~ -- - -
PART ONE: 
- -
L How did you come to know about your area of study? · 
Please check which of the following is the most 
I 
appropriate. 
(a) Guardian/Relative? 
(b) Counsellor? 
(c) Colleague/Friend? 
(d) Newspapers/Magazines? 
(e) Publications/Wall-posters? 
(f) Curriculum Orientation? 
2. If. your answer to question No. 1, is either (a) or (b) or (c), 
then state (check) which of the remaining i.e. (d), or· (e) or (f) 
had direct influence upon it? 
.D F 
3. Which of the following factors influenced your decision to select 
your specialty? 
(a) Personal Desire? 
(b) Guardian's Desire? 
(c) Non~avilability of First Choice? 
(d) Lack of· Interest in University Education? 
(e) Nearness of the Institution to your 
place of residenc~? 
4. From your personal knowledge, how would you evaluate.the 
following aspects of your employment? 
(a) Salaries and Wages? 
(b) Work Conditions? · 
(c) Terms & Working Hours? 
(d) Duties and Responsibilities? 
(e) Efficiency and Capabilities 
required for Work? 
(f) Advance Academic and Training 
Requirements? 
(g) Allowances and Scale of Promotions? 
5. Through which of the following did you 
get your present work? 
(a) Civil Service Bureau? 
(b) Labour Office? 
(c) Military Service? 
(d) A Private Company? 
(e) A Friend/Relative? 
6. Check any of the following which is 
most appropriate to your evaluation? 
(a) My present work falls within the 
field of my speciality. 
(b) My present work is closely 
related to my field of speciality. 
(c) My present work has no relation 
to my field of speciality. 
7. If your answer to Question No. 6 is 
(c), would you please check the most 
appropriate reasons from amongst the 
following: - · 
{a) Personal.desire not to work in 
the field of my speciality. 
(b) Persona11des:fre of th. ekemoloYer not to a low me to wor in tne 
field.of my speciality. 
(c) Change of employer resulting in 
change of trade. 
(d) Any o·ther reason (Please be 
specific). 
Good 
.·--. 
Satis-
factory 
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Unsatis-
factory 
PART TWO: 
1.· How 't·1ould you evaluate training 
in your former Institute? 
2. What :(.s your evaluation of the 
equipment/training aids used 
in the institute? 
3 •. How would you evaluate your 
former instructors efficiency? 
4. What is your evaluation of 
your instruc-or's knowledge of 
their subjects? 
·s. What is your evaluation of your 
instructors' enthusiasm and 
devotion in their jobs? 
Excel- Good 
lent 
--
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Dear 
A QUESTIONNAIRE ON THE PRESENT A.~D FUTURE 
SITUATION REGARDING . THE . DEVELOPMENT OF 
MANPOWER IN tHE KINGDOM OF SAUDI ARABIA 
FORM NO, 3 
This questionnaire, which is a part of the research I am now under-
taking on evaluation of the level of efficiency of the graduates of 
technical education institutions and evaluation of training _progrilDIDes 
of Industriai and Commercial educat.ion. 
I request you to participate wholeheartedly in this qµestionnaire. 
I assure you that your honest and specific answers will have a great 
bearing on the effectiveness of thb research which I hope will in turn 
be beneficial to our country and contribute to it• development. 
I also guarantee that your answers will be kept confidential and that 
they will not be used for any purpose other than the research I have 
undertaken, You have full Ube,rty to ·mention or delete. your name on 
the form. 
Thanking you for your kind cooperation. 
Date: l.5,1399H (29.J.1979AD) 
NOTES: 
Sincerely yours, 
(ABDULLAH S. AL-OBAm) 
King Faisal Air Academy, . 
P.O. Box 2973, Riyadh 
l. Please do not hesitate to contact me if. you are 
interested in having a copy of the result of this Study. 
2. Please use ( v) sign to answer the questions or write 
full answers as you feel necessary. 
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A QYEST!ONNAIRE FOR THE TRADESMEN GIADUATED 
FRC!I TECHNICAL EDUCATION INSTrl.'fiTIONS 
Name of Establishment: 
Government Civil Service Military Service 
PART ONE: 
Evaluation of Employees working in/within their own Speciality: . 
1. How would you evaluate the efficiency 
of the graduate in respect of quality 
of achievements? 
2. How would you evaluate the efficiency 
of the graduate in respect of. quantity 
of achievements? · 
3. How would evaluate the devotion 
and int~rest of the graduate in his 
work? 
·I+. How would yott evaluate the devotion and 
interest of the graduate to increase his 
knowledge of the speciall ty1 
5. Hnw. would you evaluate the level .of co-
. operation of the graduate with his 
colleagues (others)? 
6. How would you evaluate the level of 
cooperation of the grauuate in 
general? 
PART TWO: 
Evaluation of Progrannnes and Training: 
1. How would you evaluate the level 
of programmes· of ITdustrial training 
in the Kingdom? 
2. How would you evaluate the level of 
programmes of Cominercial education 
training in the Kingdom? 
Good Satis-
.!!Et ory 
Unaatis-
~$.!L 
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3. Do you thin.k that the specialities · 
available in the field of industrial 
education are parallel to those of 
development requirements in the 
Kingdom? 
4. If your answer to Question No. 3 is (No) 
.what are the specialities which should 
take priority on all others?---------------------
5. Do you think that the specialities 
available in the field of Commercia;I. 
education are planned with the requirement 
of development in the Kingdom? 
6. If your answer to Question No. 5 is (No), 
what are the specialities that should take priority? ___________________________ _ 
7. Do you have any (OJT) progranunes for 
graduates of Industrial education 
institutions? 
8. Do you have any OJT programmes for 
graduates of Commercial education 
instutitions? 
9. Are you satisfied with level of 
efficiency of the graduates of 
Industrial Education Institutions? 
10. Are you satisfied with level of 
efficiency of the graduates.of 
Coamaercial Education Institutions? 
148 
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Dear 
A QUESTIONNAIRE ON THE PRESENT AND FUTURE 
SITUATION REGARDING THE DEVELOPMENT OF 
MANPOWER IN TilE KINGDOM OF SAUDI ARABIA 
153 
FORM NO. 4 
This questionnaire, which is a part of the research I am under-
taking on problems facing the development of manpower in the Kingdom. 
This questionnaire is divided into two parts: · The first deals with 
the problems facing the development of the technical manpower wile 
the second deals with problems facing the technical education. 
I request you to participate wholeheartedly in this questionnaire. 
I assure you that your ·honest and specific answers will have a great 
·bearing on the effectiveness of this research which I hope will in 
turn be beneficial to our country and contribute to its development. 
I also guarantee that your . answers will be kept confidential and 
that they will not be used for any purpose other than the research I . 
· have undertaken. You have full liberty to mention or delete your name 
on the form. 
Thanking you for your kind cooperation. 
Date: l.5.1399H (29.3.l979AD) 
NOTES: 
Sincerely yours, 
. (AJ¥>ULLAH S • . AL-OBA ID) 
King Faisal Air Academy_ 
.P.O. Box 2973, Riyadh 
1. Please do not hesitate to contact me .if you are interested 
i .n having a copy of the result of this study. 
2. Please use ( V) sign to answer the questions or write full 
answers as you feel necessary. 
A QUESTIONNAIRE FOR TRAD!SM!N GRADUATED 
11l<lt T!CHNICAL EDUCATION INSTITUTIONS 
Name.:..._ __________________________ ( Optional) 
PART ONE: 
1. 
Proble$s Facing the Growth and Development of Manpower in 
the Kingdom of Saudi Arabia 
What are the effects of .the following factors which form obstacles 
on the way of the development for technical manpower in the Kingdom?· 
(a) Shortage of Saudi technical manpower. 
(b) Shortage of non-Saudi technical 
. manpower. 
(c) Underutilizing the available 
manpower Saudi· and Non-Saudi. 
(d) No connection between the academic 
progranmes and the requirements of 
the development in respect of ~ 
of progrunes. 
(e) No connection between the academic 
prograames and the requir111119nts 
of ,the developments in re1pect of 
levels of education or training, 
(f) ~nection between the academic 
progranmes and the requirement of 
development .in respect of the 
required numbers of trainees. 
(g) No coordination between academic 
and training programmes in 
technical areas. 
(h) Administrative jobs are occupied 
by great number of technical 
specialists. 
(J) Lack of financial and administra-
tive experience in the fields of 
technical training and education. 
·very· Effect- .Not 
Effect- ive Effect-
!!!._ .-:1:.v.-e __ 
2. Supposing that the growth and development of technical mimpo-r in the 
Kingdom in ·respect of: 
(a) Non-avilability of the desired or 
required numbers • 
. (b) Achievement of efficiency level by 
the required numbers. 
(c) The percentage of non-utility of technic::iana 
is 100% - what percentage would you give to 
each .of the following: 
i) Non~availability of the required 
n1111bers of t.echnical training staff. %. 
154 
ii) Non-availability of the quantities 
and capabilities required. 
iii) Non-utility of the numb~rs and 
capabilities required. 
PART TWO: 
Problems Facing Technical Education 
___ % 
% 
----
From your point of view what are the effects of the following factors 
which fonn obstacles on the way of technical education in the Kingdom? 
1. Students' Problems: 
(a) Non-ava1lability of the required 
number o,f students in technical 
education. 
(b) Student not choosing the right trade 
suitable for him. · 
(c) Students desire to obtain higher 
levels of education. 
(d) Non-availability of vocational 
guidance of students. 
2. Social Problems: 
(a) Non-appreciable of society of the 
vocational and technical jobs. 
(b) Greater or heavy demand on the 
unskilled 1abour. 
3. Admin. & Financial Problems: 
(a} Lack of administrative experience. 
(b) Non-availability of funds required. 
(c) Shortcomings of admin. regulations and 
routinism. 
(d} Shortcomings of financial regulations 
and routinism. 
(e) Non-availability of publicity about 
institutions. 
4. Training Problems: 
(a) Non .. availability of instructors 
required. 
(b) Shortcomings and inefficiency of 
syllabi! •. 
(c) System of evaluation of educational 
training do not help to achieve 
good quality and efficiency. 
Very 
Effect-
ive 
Effective Not 
ive Effect- · 
ive 
-----
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